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Abstract
Employee productivity is a critical element of business success. Employee engagement has a
significant impact on an employee’s level of motivation and productivity.

Due to the

importance of engaged employees, this research will focus on engagement levels and what
common motivators are driving engagement for employees within a recruitment agency.
Specifically, the context of this study is focused around the researcher’s place of work, a
small to medium sized recruitment agency with offices in Cork and Dublin, that recmit
nationally for the life sciences sector. The researcher adopted a mixed methods approach,
based on a sequential explanatory strategy for the purpose of this research case study. This
method involves conducting quantitative research first which is then followed by qualitative
research. The findings from both quantitative and qualitative research are combined through
the use of triangulation to give an overview of the research topic. The researcher completed
online surveys with recruitment consultants and semi-structured interviews with the senior
leadership team to answer the research question of this study. This method allowed the
researcher to gain a better insight into managements perception of engagement levels within
the organization and compare them to the consultant’s perception of engagement, as well as
how engaged they cun'cntly are in their role. Due to ethical considerations, participants for
both the online surveys and semi-structured interviews have remained anonymous.
The researcher’s findings reveal that while employees overall are generally engaged, there
are particular areas within the organization that need to be addressed in order to keep
employees engaged and productive. These key areas include reward and recognition, career
progression and communication. Research findings from this study also highlight that there is
a slight disconnect between the Senior Leadership Team and the consultants in particular
areas which may be problematic for the future. Engagement has been found to be beneficial
within an organization regarding employee retention and productivity. It could be said that
this is even more critical within a recruitment agency given the general nature of a high staff
turnover. It is essential for senior management to have an insight into what keeps employees
engaged in order to positively impact on the business across a number of areas. This study
will be of benefit to senior management by providing a crucial insight into how employees
perceive engagement and what engages them personally. This study will also benefit Eluman
Resource practitioners and researchers who may not have studied employee engagement on a
smaller scale such as an in-depth case study.
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Chapter One
1.0 Introduction
This dissertation will examine and diseuss Employee Engagement within a small to medium
sized Recruitment Agency with Cork and Dublin offices and to what extent engagement
levels of the staff impact on Business Performance. Employees who are engaged tend to be
more committed and loyal to their organization, as well as being more productive and happy
in their jobs. Retaining and engaging employees is now more difficult than ever with many
organizations struggling to hold onto employees due to a high demand for skilled workers,
along with fierce competition from competitors and a shortage of skills globally.
Organizations now must not only attract potential employees into their organization but also
retain their existing staff (Morgan, 2017). Motivated and engaged workers are more likely to
stay within an organization and make a positive and significant contribution to business
performance and bottom line. Increasing evidence shows that employees with higher levels
of engagement lead to results that are valued by an organization (Finney, 2010). The
relationship between employee engagement and financial performance is undeniable,
organizations who have higher levels of employee engagement often surpass their
competitors in tenns of profitability (Cook, 2008).

This dissertation will examine to what extent the business performance of an organization can
be impacted through levels of employee engagement including an employee’s Job
satisfaction, loyalty and productivity. This chapter will offer a brief introduction and
overview to the research topic that has been chosen, by discussing what the research aim’s
and objectives are of tbe dissertation. The research background, rationale for the study and
the company overview of this case study will also be discussed.

1.1 Company & Industry Overview

Fastnet The Talent Group are a small to medium sized Talent and Recruitment Consultancy,
founded in 1999 by Niamh and Pat O’Driscoll in Little Island, Cork. The company have had
a niche focus from the outset, specializing in the Life Sciences and Food/Agri cultural sectors.
Understanding clients’ needs and wants has been a priority for Fastnet The Talent Group
from the start, providing good quality candidates over high volume is key in providing the
best service for clients and links in with the company strategy of “inch wide and mile deep”.
This proves that Fastnet The Talent Group really get to know their candidates, understand
their work experience and motivations for a move as well as the type of culture that would
suit them best before presenting a cv to a client (www.fastnettalentgroup.com). Fastnet The
Talent Group see themselves as a service that clients feel they can partner with as consultants,
are Subject Matter Experts in their area, and really understand the positions that they work
on, and what a client looks for. This approach links with the company tagline of “Not Just
Placers.. .Partners” which Fastnet The Talent Group pride themselves on as 99% of business
is repeat business. Fastnet The Talent Group have recruitment divisions across Engineering,
Quality,

Supply Chain & Operations,

Business

Services, and

Executive Search

(www.fastnettalentgroup.com). The organization also have a managed services division and
in more recent times have added an end to end talent management HR consultancy service to
the diverse divisions within the company, which proves that Fastnet The Talent Group are
more than just a recruitment agency. In 2016, a Dublin based office was also set up and
supports the continuous growth of the company.

The recruitment industry in Ireland is highly eompetitive with over 600 registered ageneies in
the Irish market today, up to the early 1990s there was a very small number of relevant
recruitment agencies based in Ireland (www.bond-personnel.eom). Statistically, 80% of
recruitment consultants work do not result in fees meaning quality is often compromised and
poor candidates are often submitted for jobs just to make up the numbers (www.bondpersonnel.com). Fastnet The Talent Group have ensured that this is one way they have
differentiated themselves from the competition, as when a recruitment consultant submits a
cv, quality will not be compromised. Ensuring that only the best candidates are being

submitted has earned Fastnet The Talent Group a respeeted reputation among many clients
and ensures that they are a supplier of choice to work exclusively on many key roles.

Fastnet The Talent Group understand how important it is to place the right people in the right
roles. This outlook has also been implemented internally and consultants who work within
Fastnet The Talent Group need to be the right cultural fit for the company. It seems that it can
often he difficult to attract and retain top talent in today’s market, no matter what the industry
or sector is. Recruitment tends to have a high turnover rate with research showing that 43%
of employees who start a new role, tend to leave within 12 months, suggesting that an almost
full office of recruiters is replaced every 24 months (Brown, 2015).
Due to these market trends, it is evident that it is important for employers to keep their staff
happy and engaged in their roles in order to he able to retain their top performers. This case
study will further explore how Fastnet The Talent Group employees feel about their roles,
how engaged they currently are and how they feel about their future within the company. The
researcher seeks to unearth whether there are common factors that drive engagement and how
much it impacts on an individual’s perfonnance, therefore prompting the research question
“To What Extent Does Employee Engagement Impact on Business Performance?”.

1.2 Rationale for Research Study

Current literature states that Employee Engagement is an important aspect of a successful
organization that cannot be ignored, yet, it has been argued by (Saks and Gruman, 2014), that
there is no single definition of what employee engagement is, as there is a lack of agreement
and consensus on what it actually means. The researcher chose to study the topic of employee
engagement as a case study based within their own place of work, out of a strong interest in
understanding how engaged employees are within this particular recruitment agency and
what are the main drivers of engagement.

The researcher also wanted to understand if there was a common theme in terms of the main
drivers of engagement for the employees, in order to understand how the employees can be
better engaged in their roles, and what needs to be improved within the organization to
engage and motivate employees. Employee engagement encourages employees to do more
than just the minimal requirements of their job and to have a greater sense of ownership over
their jobs (Garber, 2013).

The researcher was also interested in unearthing valuable infonnation through speaking with
both employees and the senior leadership team. The purpose of this was to measure whether
there is a disconnect between consultants and the senior leadership team in temis of their
perceptions of engagement levels and levels of satisfaction within the organization.
Lockwood (2007) notes that employee engagement is a key business driver for organizational
success, and can promote employee retention, customer loyalty, as well as improve
organizational perfomiance and stakeholder value. Therefore, it appears that employee
engagement is a practice that should be absolutely embraced by management and should be
best practice for any organization.

1.2 Research Aims and Objectives

Higher levels of engagement have often been linked to higher levels of performanee and
organizational profitability. This case study will analyse the recruitment consultant’s levels of
engagement, as their performance can heavily impact on the overall performance of the
business given that it is a Recruitment agency. The researcher aims to examine levels of
employee engagement in the context of this case study, within a small to medium sized
Recruitment Agency with one office based in Cork and in Dublin. This will be carried out
through both primary and secondary research. The primary research will be carried out within
the workplace of Fastnet The Talent Group, and secondary research will be carried out
through the analysis of the current literature. The researcher will then present and analyse
these findings in order to measure how the findings impacts on overall business performance
and recommendations of how the key findings can be improved.
Research Aim
The overall research aim of this study is to understand the key factors that motivate
employees to put in the extra effort at work and to be committed to their organization. The
researcher will then analyse how this impacts on the overall business perfonnance and what
can be done to improve engagement levels.

Research Objectives
The main research objectives of this study will be:
1. To measure levels of employee engagement in the Cork and Dublin offices of Fastnet The
Talent Group through primary mixed methods research.
2. To measure to what extent common factors are driving engagement and performance for
individuals within the organization.
3. To measure if there is a disconnect with the Senior Leadership Team and Employees
through the primary research, in terms of the current levels of motivation and what areas
need to be improved.
4. The overarching objective will be to make recommendations for practice based on the
empirical data from this study.

1.3 Research Focus of Dissertation

Chapter one of this dissertation foeuses on introducing the topic that will be examined for the
purpose of this research case study. A brief overview of the chosen company and industry
have been provided, as well as a rationale for utilizing a case study approach, and what the
aims and objectives of this research are.

Chapter two will outline the pertinent literature that has been gathered as part of this research.
This chapter reviews the current literature on employee engagement and its importance.
Chapter two also outlines various other elements of employee engagement including
definitions of engagement, drivers and motivational theories of engagement and HR practices
and engagement. This section will be incorporated into the study as secondary research and
initially Justify the theoretical perspective and rationale for the research case study.

Chapter three will present the methodology applied and discusses how data was gathered and
analysed. The researcher will discuss different types of research strategies and go into more
detail on the particular strategy chosen for this research case study. The researcher also
discusses the validity and reliability of this study as well as the limitations and ethical
considerations of this ease study.

Chapter four will present and discusses a summary of the findings gathered from the primary
research that has been conducted in the form of online surveys and semi-structured
interviews. Data displays in the form of bar charts will be used to present and summarize the
findings of the surveys. Direct quotes will be highlighted from the semi-structured interviews
regarding each topic that was discussed. This chapter will conclude with a summary of the
findings and how they relate to each other.

Chapter five will draw conclusions from all of the data that has been gathered. The author
will also make recommendations for consideration to the organization for the future of
Employee Engagement which will be discussed in detail.

Chapter Two
2.0 Introduction

The main purpose of this chapter is to analyse the existing literature that surrounds employee
engagement and the literature that is associated with the research topic of to what extent
employee engagement impacts on business performance. In order to collect relevant data, the
researcher utilized various available sources such as peer reviewed journals, online library
sources, books and similar case studies. This chapter reviews the current literature to gain an
understanding of what is meant by employee engagement and the importance of it. This
chapter also considers how organizational culture impacts on engagement, the drivers and
motivational theories of engagement, employee engagement and human resource practices, as
well as how engagement can impact on overall business perfonnance. The researcher will
review existing theories in the examined literature to outline relevant gaps and to help
develop a conceptual framework.

2.1 Employee Engagement Defined
Employee Engagement is the relationship that employees have with their organization and
reflects how willing an employee feels about investing more than the minimum effort
required for their job (Finney, 2010). Engagement has also been described as a combination
of various elements including commitment to the organization, attachment and contribution
to the job role, these are all combined as a form of engagement that contributes to
productivity and performance (Clark, 2012). A similar definition has also previously been
outlined by (Cook, 2008) stating that employee engagement is more of a psychological
contract and involves the passion and energy that employees are willing to offer, in order to
help their organization succeed, as they are inspired by their work and are willing to invest
their efforts into ensuring that the organization is successful. Similarly, this has been agreed
by (Mackay et ai, 2016) adding that employee engagement is a combination of various
attitudes that have been described as the cornerstone of a highly performing workforce by a
number of HR professionals.
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The literature shows that there are numerous definitions of employee engagement however
there is a similar emphasis on various elements (Ray, 2016). Employee Engagement is a
range of eoneepts sueh as job satisfaetion, eommitment to the organization, work effort,
motivation and optimal funetioning (Bridger, 2014). Noted previously by Riee et ai, (2012)
there are a list of faetors that ean intluenee a person’s ability to be fully engaged, however,
there are some eommon faetors that engage employees such as job satisfaction, recognition
and rewards, and career development. To encourage engagement, employers should be
developing and implementing strategies within the workplace to satisfy, engage and retain
their workforce (Cook, 2008). Employee engagement should also be recognized and treated
as a continuous process of learning, improvement and action, as employees can be the most
powerful contributors to an organizations competitive advantage in the marketplace (Mishra,
2012).

Employees can remain highly engaged in their job role only if the resources and support they
receive can outweigh the demands of their position (Mackay et ai, 2016). Employers should
be providing the resources and benefits that instigates reciprocity as employees who feel the
need to give back to their organization often have a higher level of engagement (Rana et ai,
2014). Due to the importance and benefits that have been associated with a highly engaged
workforce, many organizations are now seriously considering different strategies and
initiatives that can be implemented, in order to develop, enhance and improve their
employee’s levels of engagement (Rana et ai, 2014).

2.2 The Importance of Employee Engagement
Employee Engagement has come to a forefront in more recent years as managers
undoubtedly agree that this century is more demanding of efficiency and productivity than in
the past (Sridevi, 2010). Organizations need to develop a thorough understanding of their
employee engagement strategies and the effects of this in order to get the most out of
employee engagement (Pansari 2015). Employers are facing intense competition to fill new
job roles and also fighting to hold onto their existing employees (Johnson, 2014).
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Employee engagement has been linked to a number of other work-related attitudes such as
motivation, job satisfaction and organizational commitment, however, studies have shown
that engagement is more of a distinct concept that has been directly related to Job
performance (Schaufeli, 2013). There are three different types of employees according to
Reilly (2014), those who are engaged, not engaged or actively disengaged. Morgan (2017) is
in agreement, stating that engaged employees have a connection to the organization, work
with passion and aim to move the organization forward, while employees who are not
engaged have checked out and are just automatically doing their everyday job. Actively
disengaged employees are also very unhappy in their role and set out to undermine their co
workers (Morgan, 2017).

Engagement needs to be a two-way process between the organization and the employee, as
engagement cannot be demanded of an employee but equally an employer must ensure that
they have the capability to develop employee engagement (Bridger, 2015). This has been
previously noted by Rothwell ct a/., (2014) stating, work that is not meaningful to an
employee can lead to apathy and disengagement at work. Phillips (2016) concur that
disengaged employees cause problems in almost every business worldwide and often destroy
the capacity for organizations to produce optimal results. Due to the importance of employee
engagement in an organization as well as the increasing disengagement among employees, a
key issue for many organizations is going to be how they can promote the engagement of
employees (Gruman, 2011). The ideal scenario is to have a fully engaged workforce, however
Rothwell et ai, (2014) highlight that although employers should care about employee
engagement, it should also be noted that employee engagement programs cannot be
everything to everyone. Mitchell (2017) supports this idea and further states that it is not easy
for employers to always understand and recognize what employees actually want in order to
encourage them to be more engaged in their role.
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It is important for employees to identify with their job and the eompany that they work for as
shared values through a eommon eorporate eulture is a key faetor to sueeess (Frey and
Osterloh, 2013). A mueh more common contribution to employee engagement now than in
the past is the desire to do meaningful work that is aligned with the mission of the
organization (Ray, 2016). Highly engaged employees tend to produce a higher quality of
work, show higher levels of commitment and creativity and are also contagiously
enthusiastic, which means securing a highly engaged workforce is critical for organizations
(Pitsis, 2012).

Engaged employees are the most critical to business success as they are

aligned with organizational goals, willing to ‘go the extra mile’ and act as advocates for the
organization (Holbeche, 2012). This statement is mirrored by Rothwell (2014), who claims
that employee engagement should be a primary topic that links not only to an organizations
competitive advantage, but also to an individual’s productivity and morale. To get the best,
an organization must build a culture of trust, connection, growth and service (Finney, 2010).

2.3 Organizational Culture and Engagement
Organizational culture is a collective of attitudes, values, beliefs, knowledge, language,
opportunities and expectations of a workforce that defines the culture and how the
business is run on a daily basis (Davila and Pina, 2012). Culture begins with vision, and
senior leaders within an organization who know what organizational attributes they want
the culture to reflect (Kendall and Bodinson, 2016). Employees who are engaged, often
work in organizations where there are shared values and goals, this heightened
connection can increase productivity and boost overall morale (Thompson, 2010). An
organizations culture can also be a crucial element in what gives an employee the desire
to join, stay and grow within a company (Davila and Pina, 2012).
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A healthy organizational culture can reduce disengagement levels while also encouraging
and increasing discretionary et'forts (Rea et ai, 2017). The challenge for organizations is
creating an engagement strategy around a mutually beneficial relationship in order to
create consistent levels of high performance (Rice et al., 2013). A high-performance
culture has the power to ensure employees are kept motivated and aligned when market
place pressures increase, and business strategies frequently change (Finney, 2010). An
organization can promote teamwork and loyalty through organizational culture as well as
encourage retention among employees (Davila and Pina, 2012). A high-performance
culture that is designed to drive engagement, is critical and must be deliberately moulded
(Finney, 2010).

Development and training are two important factors that contribute to organizational
sustainability while also increasing employee engagement levels (Mishra, 2012).
Organizations that are trying to build an engaged workforce will be required to enforce
an on-going initiative and consistent effort from leaders and organizational systems that
are linked to performance and the sustainability of the organization (Mishra, 2012).
Internal relationships and perfomiance management also contribute to employee
engagement, providing ongoing feedback and recognition, discussing performance, goal
setting and managing employee development all work towards building an element of
trust and empowerment which in turn contributes to employee engagement (Rothman and
Welsh, 2013). Managers need to be innovative in their approach to developing practices
that can combine the characteristics of employee engagement with complimentary
aspects of the organization to sustain high levels of engagement (Pitsis, 2012).
Organizational support is often perceived positively by employees and supports
satisfying their needs for affiliation, self-esteem and approval, as the organization can act
as a source of socio-emotional resources which include satisfactory wages, benefits and
respect (Rothman and Welsh, 2013).
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Organizational leaders should be considering how they can create a workplace that is
supportive, safe, meaningful and empowering to their employees, in order to encourage
and foster employee engagement (Rana et <3/.,2014). Selecting the right leaders who have
an inherent understanding of the organization and its purpose is crucial, as employees
who can see the compelling purpose and values of the organization being lived everyday
are more likely to be engaged and retained (Thompson, 2010).

2.4 Leadership and Engagement

Employee engagement begins with leadership and is about availing of the skills, talent and
experiences of employees (Garber, 2013). Strong relationships between employees and their
managers is also important, leaders who get to know their team members and appear more
personable will have a better chance of reaching achievements that are both meaningful and
valuable to the organization and the employees (Redmond, 2009). Leaders who value their
employees often get the best from them as employee engagement can be linked to how a staff
member feels about their boss (Redmond, 2009). Those who are in a position of leadership
are often not transparent and find it easy to blame or criticize others without thinking about
the effects (Motschnig and Ryback, 2016). Corr et al, (2017) notes that problems arise in
organizations when staff are disregarded through thoughtlessness and a refusal to
acknowledge or address issues that are important. In contrast to this, Redmond (2009)
previously noted, that leading by engagement is about managing and maintaining a healthy
working environment that allows employees to reach shared goals.

The view of leadership by engagement is shared by Jackson and Bosse-Smith (2011) who
previously noted that
“Good leadership skills are good relationship skills. Leaders who lead are self aware and capable of influencing others by the strength of their character and the
boldness of their vision. Effective leaders attract followers who are willing to trust
them with their vocations and their futures” (2011, pi).
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Leadership style ean impaet on levels of employee engagement, it has otfen been said that an
employee joins a eompany but leaves their manager (Bridger, 2014). This statement has been
mirrored by Murari (2015) adding that the leadership style within an organization ean impaet
on the intensity of an employee’s engagement levels. Leadership styles are speeifie to eaeh
person, sueeessful leaders ean relate to the personalities they are leading and are fluid and
flexible in their approaeh (Johnson, 2004). Leadership styles are often elassed into four main
eategories being autoeratie, democratie, bureaucratie and laissez- faire (MeKenna and
Mellon, 2012). Eaeh leadership style has its own advantages and disadvantages assoeiated
with it, the most appropriate leadership style will ultimately depend on the situation, the
organizational culture and the employees (McKenna and Mellon, 2012). In order to manage
sustainable employee engagement, a leadership and management style that works to create an
environment where issues and can raised and resolved is required, managers should also be
able to act as facilitators and encourage employees to discuss any problems or issues
(Bridger, 2014).

Leaders play a key element in providing working conditions that ean boost engagement levels
such as creating a progressive culture, aligning reward and recognition systems and creating a
compelling strategy and vision (Clark, 2012). A clear vision statement within an organization
allows employees to detennine whether their actions are in alignment to the organizations
vision (Kendall and Bodinson, 2016.) When leaders spend time to develop, communicate and
reinforce a clear vision statement it can provide excellent results for employee empowerment
and engagement (Kendall and Bodinson, 2016).
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2.5 Leadership and Communication

Communication in an organization is an important factor, as it often assists in aligning
employee’s expectations to those of the organization, while also connecting employees with
the organizational culture and encouraging engagement (Jiony et ai, 2015). It has been
previously outlined by (Garber, 2013) that an employee’s working relationship with their
manager can have an important impact on their levels of engagement if there is trust and
respect present through effective communication. In order for employees to perform their
jobs well a leader must be a good communicator as well as a good listener (Garber, 2013).
Good communication is vital for leaders however many see communication as being
unnecessary and time consuming because making decisions without any communication can
often be easier (Shelton, 2012). Effective leadership communication can aid in individual and
team interaction, which encourages a personal sense of autonomy, goal orientated views and
trust (Miihlberg and Harrison, 2014). Effective leaders use communication to support
employees, build them up rather than belittle and also help them to work together rather than
drive them apart (Shelton, 2012). Better communication and good working relationships are
crucial as positive relationships are one of the key drivers of employee engagement (Jett,
2014).

2.6 Drivers of Employee Engagement

Drivers of engagement have remained consistent throughout the years, however certain
contributors such as recognition and a desire to do meaningful work that aligns with the
organization are now being highlighted a lot more so than in the past (Pulliam et al.,
2016). Oades et ai, (2016) concur that identifying with an organization helps individuals
to feel more contributory in a job which allows them to express themselves as they will
experience the correct work role fit for them. Employees need a clear notion of purpose
in their job, otherwise they cannot make intelligent choices in regard to work activities
and will feel deprived of a sense of meaningfulness to their work (Thomas 2015).
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According to Clark (2012), there are two main drivers of engagement, extrinsic factors
and intrinsic factors. Extrinsic factors are often to do with the environment sueh as
surrounding eonditions or eircumstances that influence a person’s engagement, while
intrinsie factors are intangible emotional, intelleetual and moral rewards that inerease
engagement through effort, coneentration and emotion (Clark, 2012). Intrinsie and
extrinsic motivation have often been thought to be independent of one another however
as a rule they go hand in hand (Osterloh, 2013). This has also been previously outlined
by (Clarke, 2012) who states that both factors are drivers of engagement and it cannot
exclusively be one or the other. Gagne, (2014) adds that a reward that has been generated
by extrinsic motivation cannot counteract the loss of intrinsic motivation.

In contrast, Byrne (2014) states that a fully engaged employee will be intrinsically
motivated and have strong affective commitment to the organization. It has been
previously argued however by (Bakker and Leiter, 2010) that while work engagement
ean be a positive of intrinsie motivation, workaholism is a negative trait of intrinsic
motivation due to the drive of a strong inner urge that an employee has and simply cannot
resist. Workaholics typically tend to work so hard due to an inner desire and drive that
compels them to do so rather than external factors such as financial gain, rewards and
career opportunities (Bakker and Leiter, 2010). Burke (2006) also previously argued this
theory, stating that enthusiastie workaholics strive for achievement and suceess, leading
to positive personal and organizational outcomes. Employees who experience these
feelings through intrinsie motivation, pereeive performing the task as a reward in itself
(Burke, 2006).
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This is not always the case as tasks can often appear to be unappealing or uninteresting,
this is when extrinsic factors are an important element in aiding motivation (Elliot et ai,
2005). Extrinsic motivation is an element of an employee’s environment which has been
created to provide them with a reason to persist in an action (O’Donnell et ai, 2011). It
has previously been argued however by Benabou and Tirole (2003) that extrinsic
motivation through the use of rewards will only have a limited effect on an employee’s
perfomiance and will also reduce their motivation to complete similar tasks in the future.
Creating extrinsic motivation for employees is important for an organization however it
will never be enough, an employee also needs to also have intrinsic motivation to be
highly engaged (Clarke, 2012).

Intrinsic motivation has been shown to have a neurological basis that cannot be learned
or linked to external rewards, which has further ramifications as to whether extrinsic
rewards will actually influence motivation and engagement in employees (Byrne, 2014).
It has however previously been argued by (Elliot et <3/.,2005) that extrinsic factors such as
rewards play an integral part in aiding to motivate employees. The organization is
responsible for enabling conditions for an employee, however as individual employees
are responsible for enabling their own behaviour, if both of these elements can work in
conjunction it can result in high levels of engagement (Clark, 2012). Gostick and Elton
(2014) concur and further state that intrinsic and extrinsic motivators are not completely
opposed and for an employee to feel highly motivated in the workplace they must have
both. Sridevi and Markos (2010) previously noted, that most drivers that contribute to
employee engagement are non-fmancial and with the right leadership team sustainable
levels of employee engagement can be reached. This is not to say that the financial
aspects of motivational drivers should be ignored, performance should still be linked with
reward as drivers cannot be based on one element alone (Sridevi and Markos, 2010).
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2.7 Motivational Theories of Engagement

The main drivers of engagement also have elements of motivation (Sale, 2016). This was
previously outlined by Gagne, (2014) who states that employee engagement has its roots
around employee motivation, there are numerous theories around what motivates employees
including Maslow’s Hierarchy of Needs, Herzberg’s two factor theory and The Utrecht Work
Engagement Scale. Maslow’s Hierarchy of needs was the first motivational theory to be
introduced in 1943 and analyses the different factors that motivate employees (Maslow,
1943). Employee needs are comprised of a hierarchy including Physiological needs. Safety,
Love/Belonging, Esteem and Self-Actualization (Maslow, 1943). These five needs range in a
definite order from the lowest to the highest levels, from basic psychological needs to safety,
security, social and affiliation, ego and esteem and finally at the top, self-actualization
(Grady, 2012). Maslow’s Hierarchy of Needs Motivational Theory also outlines that five
basic needs that need to be satisfied including Physiological needs. Safety, Love/Belonging,
Esteem and Self - Actualization (Miholic, 2016). The importance of Maslow’s theory is
shown in the structure of the levels and the definition of each basic need (Shuck et ai, 2015).

Employees who are provided with the physical, emotional and psychological resources that
are necessary to carry out their job are more likely to be engaged (Saks and Gruman, 2014).
Once an employee is satisfied by a level, they will move onto the next and seek further
advancement in the workplace such as career development or a promotion which can be
viewed as a driver of workplace engagement (Ahmed and Dajani, 2015). Douglas McGregor
was heavily influenced by Maslow’s work and maintained that managers should give higher
regard to social and self-actualizing needs of employees in the workplace (Schermerhom,
2010). McGregor’s Theory X and Y is also linked to motivation and is comprised of two sets
of assumptions about managers attitudes towards human nature (Gill, 2006). Theory X has
the assumption that people generally dislike work, lack ambition and responsibility, are
resistant to change and prefer to be led by others (Schermerhom, 2010). While Theory Y
assumes that people are imaginative and creative, enjoy work, have self-control and take
responsibility (Schermerhom, 2010).

20

McGregor argued that the majority of managers fall under Theory X in how they view
employees but that they should have the attitude of Theory Y as it is more appropriate and
effeetive for management (Pride et al., 2010). Herzberg’s two faetor theory proposes that
employees are intlueneed by intrinsic motivational factors such as responsibility, reeognition
and aehievement and by hygiene factors such as working conditions, job stability and salary
(McPhie et al., 2009). Herzberg’s theory distinguishes between intrinsie and extrinsic
motivation and states that compensation is a hygiene faetor with no eapaeity to motivate
people, inducing a feeling of loss of control and autonomy (Gagne, 2014). Frey and Osterloh
(2001) argue that intrinsic and extrinsic motivations go hand and hand, with extrinsic
motivators such as financial incentives fostering intrinsie motivation.

Aeeording to (Sehaufeli and Bakker, 2004) the Utrecht Work Engagement Seale whieh
defines employee engagement as the opposite of burnout and believes that workers who are
burned out tend to be exhausted and pessimistie in the workplaee while engaged employees
are enthusiastie and energetie about their work. While the UWES model has been used in
many studies, Byrne (2014) argues that the UWES model lacks the details that are necessary
to evaluate a measure to its full potential and adds that the model is negatively linked to role
ambiguity. Kulikowski (2017) adds that despite the popularity of the UWES testing method it
is not an ideal tool for measuring work engagement as it is complieated and ambiguous.
Kahn’s analysis of engagement is linked to psychology, relating pure forms of personal
engagement and disengagement to psychology and emotions (Kahn, 1990). Personal
engagement is regarded as the preferred self that drives personal energies into physical,
cognitive and emotional efforts while disengagement is the withdrawal of the preferred self
and ean be seen in states sueh as emotional absenee, a laek of eonnection and unsatisfactory
job perfomiance (Kahn, 1990). To be an engaged employee, working conditions are important
and employee’s psychological needs such as a sense of safety both physical and emotional,
availability both tangible and intangible and meaningfulness of their work need to be fulfilled
(Imperatori, 2017).
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A sense of safety to employees often eneouraged a feeling of meaningfulness and availability
in the workplaee whieh is linked as being an indieator of engagement (Shuck et a/.,2015).
Employees who experience a feeling of safety, availability and psychological meaningfulness
in their job role tend to be engaged to a far greater extent (Saks and Gruman, 2014).
“Employees are emotionally and cognitively engaged when they know what is
expected of them, have what they need to do their work, have opportunities to feel
an impact and fulfilment in their work, perceive that they are part of something
significant with co-workers whom they trust, and have chances to improve and
develop” (Harter et al., 2002, p 269).

Employees who can find a deeper meaning in their career have a sense of fulfilment and
empowemient with work becoming more energizing and satisfying for them (Gostick and
Elon, 2014). Total rewards are also important for employees, as it gives them the chance
to share in a company’s success, have a more balanced lifestyle with home and work, and
also helps them to take care of themselves and their families (Armstrong, 2007). Total
rewards programmes can keep employees motivated however they should also be in
alignment with what the organization is trying to accomplish (Mathis and Jackson, 2010).

2.8 Employee Retention and Engagement

In line with theories of motivation engagement theories 2.4, employee commitment to an
organization is closely related to motivation and job satisfaction (Phillips and O’Connell,
2004). High turnover rates can greatly impact on an organization when the costs of
training, mistakes, lost productivity and possibly a negative reputation are all taken into
consideration, for these reasons among others turnover should be minimized (Redmond,
2009). Levoy (2007) previously noted that high turnover rates can have an impact on
staff morale and that improving employee retention rates can improve numerous areas of
the business as well as bottom line.
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Due to an increasing shortage of skilled labour and the choice of organizations on the
market that this has given employees, there is now a major search for an effective
solution to retain skilled workers which has become nothing short of obsession for many
organizations (Kelly, 2007). In agreement with this, Branham (2017) adds
Competitive managers will need to shed the “replacement mindset” and adopt a
“retention mindset” which holds that every voluntary avoidable employee defection
is a disappointment to be analysed, learned from and corrected where possible
(Branham, 2017, p9).

Leaders need to detemiine how they can retain their employees for long enough to reach
higher levels of engagement as attracting candidates into an organization starts with
achieving results internally first (Redmond, 2009). Successful organizations understand
that they need to create an environment where people are engaged to drive forward
results, this is how they can attract and retain top talent into the organization in the first
place (Maylett and Wride, 2017).

Effective recruitment programs are set out on an

employee’s first day in an organization, the majority of organizations have clear
recruitment strategies but lack employee retention strategies (Sridcvi and Markos, 2010).
Lencioni (2015) adds that many organizations do not realize that they even have an
engagement issue until employees start leaving. It has been argued previously by Hughes
and Rog (2014) that organizations who employ a well implemented talent management
strategy can reduce this risk and often have improved employee attraction and
recruitment, stronger retention rates and higher levels of employee engagement.
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Employees who are happy and engaged in their jobs tend to stay in the company as they
are aware that they may not find another position that is as fulfilling as their current role
(Lencioni, 2015).

In agreement with this, Meister and Mulcahy (2016) add that

employee experience is an important aspect to consider as employees want to feel an
emotional connection with their work, they want a feeling of meaning and purpose and
also to be given opportunities to learn and grow. Engaged employees also tend to attract
other good employees into the organization resulting in lower costs for the business to
recruit, hire, train and terminate (Lencioni, 2015). Developing and communicating an
effective retention programme is important however a one size fits all approach might not
sufficient due to a number of differences among employees in the organization
(Hechanova and Franco, 2008). Caraher (2017), supports this and further adds that there
is no single remedy for retaining top performers as it will not always suit everyone
however in order to retain and attract top talent, it is critical for organizations to be
flexible to accommodate the different responsibilities of their employees. When
developing a retention strategy, organizations should take various factors into
consideration including aligning human resources programs with business objectives,
developing the skills of employees and understanding the unique needs of high
perfonners (Carsen, 2005).

2.9 Employee Engagement and HR Practices

Employee engagement has been seen to be a crucial element in implementing Human
Resource practices and enabling an organization to achieve success (Mishra, 2012). Job
enrichment and job characterisation are areas that have repeatedly been found to be
strongly linked to employee engagement (Sparrow and Cooper, 2017). Focusing on
employee engagement also allows an organization to integrate HR strategies while
having a better ability to manage the employees, who are their main asset (Rothwell et
ai, 2014).
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Employee engagement also plays a role in Human Resouree Development practices:
“HRD practice was introduced as a means for reducing workplace incivility and
increasing engagement through the implementation of training and development
activities such as diversity awareness, conflict management and program
interventions” (Truss et al, 2013, pi 16).

Hughes and Byrd (2017) concur and further reveal that in order to provide successful
training and development, career and organization development, HRD strategies and
employee engagement need to be interlinked. HRD approaches can also be used as part
of an overall HR strategy to enhance commitment to the organization, accountability and
ownership of work, which all strongly correlate to high levels of employee engagement
(Rao, 2014). Cowman (2014) mirrors that there is a strong link with HR strategy and
engagement by mentioning that it should be effective across the organization in order to
appeal to the professional and personal aspects of each employee. In the past, HRM
practices traditionally saw employees as a cost that needed to be controlled and rewarded,
however there has been a trend of Human Capital Management emerging as the emphasis
on employee engagement increases (Cook, 2008). HCM is a more modem approach that
regards employees as assets to an organization that have the need to be nurtured and
developed (Cook, 2008).

Russo et al., (2011) concur, adding that HR Processes

including succession planning, performance management and leadership development
need to rely on improving the capabilities and engagement of employees more so than
other areas that HR would typically control. Shannon and Russo (2011) also add that the
people of an organization should be seen as an asset to be developed and invested in
rather than a cost that should be cut.
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Talent Management is also a multi-dimensional, strategic and technology enabled
approach to HRM that has the potential to elevate the status of a HR practitioner to a
strategic partner of the business, while focusing on employee recruitment, retention,
development and succession planning (Hughes and Rog, 2014). It has also previously
been noted by Shannon and Russo (2011) that the core of talent management is about
driving forward the need to develop and nurture the people of an organization and should
be used as a method of partnering with employees for their growth and development
which in turn will also benefit the organization. HR need to place more of a focus on
creating an employee experience within their organizations, this should be a seamless
experience that connects and engages the employee on an emotional level as well as
providing a compelling and memorable experience for them (Meister and Mulcahy,
2016). Encouraging employees to give input on the employer brand and values may help
to establish higher levels of engagement and also take a new approach on HR strategy
(Fisher, 2013).

The HR department of an organization is also still widely believed to be a main area of
competitive advantage that is increasingly becoming a short supply (Hughes and Rog,
2014).

In agreement, Bansal et al, (2015) state that the HR department of an

organization is considered to be an important asset, with HR practices focusing their
efforts on employees needs and issues for their satisfaction. Many large and innovative
employers have responded to their employees concerns with HR departments
implementing flexible working options, reverse mentoring and wellness programmes
(Sauser and Sims, 2013).

Millennials in particular will most likely appreciate the

availability of these services as an indication of organizational support and investment in
their wellbeing (Sauser and Sims, 2013).
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2.10 Work Practices of Millennials

Millennials, also known as Generation Y are those bom between 1980-2000, with such
an extensive time frame, not all Millennials are alike (Caraher, 2016). Regardless of this.
Deal and Levenson (2016) note that there is a stereotype that all Millennials are needy
and entitled as they have had an easy life growing up in comparison to their parents. This
has been argued by Luttrell and McGrath (2016) stating that Millennials are just as keen
to keep numerous workplace traditions, while still being accepting of change and
promoting it in a number of cutting edge fields. One of the most common reasons that
Millennials are stereotyped as entitled is because they want to simultaneously have an
enjoyable lifestyle while they are working, however, just because Millennials don’t
believe in spending a lot of time in the office does not necessarily mean they are not
willing to work hard or to put in the hours (Deal and Levenson, 2016). Luttrell and
McGrath (2016), concur and further note that Millennials are willing to be on call at any
time of the day as long as they have flexible work schedules in terms of how and when
the work gets done and don’t need to be in the office every morning at the same time.

The majority of Millennials were bom during times of vast advancements in technology
meaning it has been effortlessly integrated into their daily lives (Saratovsky and
Feldmann, 2013). Millennials are able to think and process infomiation completely
differently to previous generations (Zemke et ai, 2013). The use of technology has
allowed Millennials to multi-task, quickly solve problems and shorten the learning curve,
this can often be mistaken for impatience however this use of technology allows
Millennials to transform tasks to create more positive outcomes (Sengupta, 2017).
Previously, noting a similar point. Deal and Levenson (2016) add that Millennials interest
and knowledge in technology has aided in being able to identify new methods of
communication and overall improved efficiency for everyone.
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Millennials are a powerful group and being able to engage and retain them is very
important for organizations, expeeting them to eonfirm to previous ideals is a mistake
(Sengupta, 2017). Millennials are quite ambiguous as they want to both fit in and stand
out at the same time, they like working in teams but also want to be perceived as original
(Martin, 2010). Supporting this argument, Meister and Mulcahy (2016) outline that a
global study carried out by PwC Next Gen research found that it was paramount to
Millennials happiness to work in an organization with a strong team orientated culture,
and also found that an emotional connection to work and its purpose was driving
retention rates. It has been argued that Millennials are the most sheltered and structured
generation due to the era they have grown up in, however, they are also the most
educated and technologically advanced generation yet (Espinoza and Ukleja, 2016). In
support of this, Sengupta (2017) adds that Millennials should not be seen as a burden,
given that they are the most technologically advanced generation with huge potential and
power.

Organizations that are not willing to understand Millennial employees will be hugely
impacted in the future by being unable to engage generations that come after Millennials
or understanding how to engage the technologically advanced regardless of their
generation (Kadakia, 2017). Future profit requires future leaders and future leaders want
an effective modern culture to stay in their job other than the benefit of an employer’s
brand name (Kadakia, 2017).

28

2.11 The Impact of Employee Engagement on Productivity and Profit

In the past, employee engagement was viewed as a soft concept, however it has become
an important business metric in more recent times that can affect an organization’s
bottom line (Clark, 2012). It is difficult for an organization to have profit without
employee engagement and once established, it can help a company through tougher times
while also helping to rebuild the business to optimal performance (Kelleher, 2013). A
number of studies have suggested that improved employee engagement levels increase
bottom line profit, productivity and retention levels (Smith and Marckwick, 2009). Harter
et ai, (2002) found that organizations who were within the top quartile of an employee
engagement measure, had up to 4% higher profitability with some organizations
reporting up to $300,000 higher monthly revenue.

According to Mishra (2012, p 178) “An organizations productivity is not measured in
terms of employee satisfaction but by employee engagement.”
There has also been evidence that the correlation between employee engagement and
profitability is undeniable through studies carried out by professional services company
Towers Perrin (Robertson - Smith and Marckwick, 2009). Organizations who have
higher levels of employee engagement are outperfonning their competitors by up to 17%
in terms of performance and profitability (Cook, 2008).

Byrne (2014) concur that

engaged and unengaged employees can contribute to astounding financial gains and
losses within an organization.
Finney, (2010 plO) adds
“Companies willing to undertake the sustained system wide overhaul of their
employer/employee relationships have shown measurable return on their
investment. ’’
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Organizations who link their business strategy with employee engagement initiatives are
far more likely to generate a positive return on investment (Diekson, 2010). High
employee engagement levels not only have a positive impaet on an organization
finaneially, it also allows an organization to manage human assets more effieiently and to
integrate their HR strategies (Rothwell et ai, 2014). HR professionals reeognize that it is
essential to effeetively measure and evaluate employees work when it is valuable to the
organization (Walker, 2012). Regular studies earried out by Gallup have shown that there
is a well-established link between employee engagement and improved key performanee
outeomes ineluding profitability, produetivity, turnover and absenteeism (Kendall and
Bodinson, 2016).

It has previously been argued however by Russo et ai, (2011) that HR measurement
systems are falling short as they are only monitoring labour eosts and funetional aetivity
rather than the effeetiveness and impact of employee engagement and this can rarely
drive strategic change. Philips et ai, (2016) adds that engagement results must be
analysed at a macro and micro level in order to link levels of engagement with certain
outcomes for the business that can be measured such as productivity, quality, sales and
retention. It is essential for organizations to develop a clear understanding of their current
engagement strategies and what effects these have in order to get the most out of
employee engagement (Pansari and Kumar, 2015).
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2.12 Summary Conclusion

The researcher has concluded from analysing the above literature, that there are undeniable
benefits for organizations to engage their employees including increased productivity, profit,
commitment and improved morale. Employees who are engaged in their work and committed
to their organizations give companies crucial competitive advantages (Mello, 2014).
Engagement appears to be an important aspect of any organizations attraction and retention
strategy in terms of gaining a competitive edge however it is not a straight forward concept
and many researchers disagree on a single definition. There appears to be gaps in the
literature on a single or definite explanation of engagement. Through analysing the literature,
the researcher also found that engagement does not hold the same meaning for all employees,
as motivational drivers were found to be completely dependent on the individual.

The

researcher, however, believes that organizations can contribute to multiple drivers of
engagement through effective leadership, recognition and communication among others.
Marrelli (2010) is in agreement, that engagement is an attribute of the individual employee,
however, engagement is also dependant on multiple organizational factors external to the
employee as well as individual characteristics and competencies.

Throughout the literature, it was also apparent to the researcher that it is becoming more
crucial for HR departments to evolve and change with technology and generations, in order to
engage their employees and understand what they want from the workplace. The topic of
Millennials proved to be an area with extensive literature as many researchers are identifying
that Millennials arc the future workforce and it is essential that organizations can understand
these employees in order to retain them. This theory has been supported by Sengupta (2017)
who adds, in order to thrive and not only survive in this new world, organizations need to
attract, train and retain the best of the millennial workers by understanding their career
aspirations, attitudes towards work and factors that contribute to job satisfaction.
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Overall, it can be concluded that the literature around employee engagement is vast and
extensive, however, there are common contributing themes and patterns that are evident in
terms of key drivers of engagement as well as how engagement can impact business
productivity and profit both positively and negatively depending on employee engagement
levels and moral. In Chapter 3, the researcher moves on from the literature and outlines the
main research methodology that has been applied to answer the research question of “To
What Extent Does Employee Engagement Impact on Business Productivity?”. The detailed
steps that were taken to carry out the research will be included in Chapter 3.
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Chapter Three
4.0 Introduction

Chapter two of this dissertation looked at the literature surrounding employee engagement
while Chapter three outlines the research methodology that was used to investigate and
attempt to answer the aims and objectives of the research question. For the purpose of this
study, an overview of various research methods will be analysed, including the methods that
will be adopted by the researcher. The background of the study, rationale, approach and
objective of this study will also be included in chapter three. A case study research
methodology was chosen, and a mixed methods approach was taken, using a combination of
anonymous online surveys and face to face anonymous semi- structured interviews. The
survey was used to specifically target the employees of Fastnet The Talent Group who are
working in Recruitment Consultant positions across the Cork and Dublin offices. Once the
surveys had been completed and results analysed, semi-structured interviews were developed
based on these findings and completed with the site leadership team. This is an exploratory
study where the researcher attempts to explore and understand employee opinions on
engagement and drivers behind their motivations for engagement within Fastnet The Talent
Group.

The exploratory strategy involves a collection and analysis of qualitative data in the first
phase followed by a collection and analysis of quantitative data in the second phase, which
builds on the initial qualitative results (Creswell, 2009). An exploratory study aids in
accessing new infonuation and to access research from existing topics (Saunders et ai,
2007). Exploratory research is often useful when there has been no previous guidance or
framework on the topic in question, as this type of research is primarily concerned with
discovering new information or building a theory (Collis and Hussey, 2013).
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4.1 Research Philosophy

Research Philosophy is generally classified as five categories, positivism, post - positivism,
realism, interpretivism and pragmatism (Tashakkori and Teddlie, 2010). This philosophy of
pragmatism has been selected by the researcher as the most appropriate for this case study,
due to the ability of integrating more than one research method based on the nature of the
research question. The philosophy of pragmatism argues that the most important determinant
of the adopted philosophy is based on the research question and that mixed methods, both
qualitative and quantitative are possibly and can be highly appropriate within a single study
(Saunders et ai, 2009). This study focuses on how levels of engagement vary for each
individual and the overall impact this has on the business. The use of the pragmatism
philosophy in this study allows the researcher to apply multiple interpretations of engagement
to a single objective (Rabin et ai, 2007). Klenke (2008) further states pragmatism is a
research philosophy that presents a very a practical and applied approach that is orientated
towards action with the view that multiple interpretations of events and different concepts can
be used to describe one phenomena.

Due to the nature of this case study being a small sample size with emphasis being placed on
the different perceptions, views and actions of individuals within a group, there are numerous
elements of Ethnological research that will be evident throughout. Ethnography is a research
strategy that allows researchers to explore and examine the cultures and societies that are a
fundamental part of the human experience, by collecting data and gaining insight on a first
hand basis with the research subjects (Murchison, 2010).

One of the most common

rationales for adopting an Ethnographic approach is to understand people’s beliefs and
behaviours more accurately in a way that would not be possible with any other approach
(Huberman and Miles, 2002).
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Both an inductive and deductive approach will be taken for this study due to the researcher
using a mixed methods approach. Researchers often incorporate inductive and deductive
approaches over a series of stages (Hesse - Biber and Johnson, 2015). Connecting the
findings from an initial inductive analysis of data with findings from subsequent deductive
analysis can confirm identified relationships, findings from one analysis can also be mixed
into the findings of another (Hesse - Biber and Johnson, 2015).

An inductive approach allows the researcher flexibility for researching a specific question
and for building a theory based on observations, meaning a problem or issue can be studied
or approached in multiple ways allowing for various alternative explanations (Crowther and
Lauesen, 2017). Purely deductive research begins with a theory, develops operational
definitions of the propositions and concepts of theory and matches them empirically to a body
of data, deductive researchers hope to find a theory that matches their data (Tashakkori and
Teddlie, 2009). This study will attempt to understand how engagement is perceived by each
individual through their responses and the data that has been collected and analysed, which
will contribute to an overall logical conclusion for this study.
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3.2 Data Collection Methods

For the purpose of this study, both primary and seeondary researeh was undertaken in order
to eonsider a broad range of available data. In order to researeh and analyse existing theories,
a literature review was eompleted for secondary data collection. A literature review critically
reviews the existing relevant literature on a particular research topic that can present a logical
case to defend the conclusions it draws (Machi and McEvoy, 2016). The literature that has
been included was sourced from multiple books, journal articles, research papers and peer
reviewed articles. The majority of these were accessed online through Google Scholar and
Google Books for the purpose of this case study. In order for the literature review to have a
rational structure, the topic chosen was introduced on a broad basis and continuously
narrowed down into a more defined research study that had a coherent flow. The research that
was gathered was then critically analysed and a conclusion was drawn up to generate gaps in
the literature or opposing views to the findings. The researcher also carried out both
Quantitative and Qualitative data research, taking a Mixed Methods approach. The researcher
can'ied out this data collection through the use of surveys and semi- structured interviews in
their own workplace, Fastnet The Talent Group.

Pilot Study

It should be noted that a pilot study was first carried out to ensure that the methods of data
collection which the researcher intended to use were appropriate and acceptable for the scale
of this study. Three participants from the recruitment sector were consulted by the researcher
to review the quantitative survey questions with recommendations made as to how the
structure could be improved or how questions could be made clearer and more relevant to the
study. The researcher then amended the questions based on this feedback. This preliminary
investigation through the use of a pilot study also allowed the researcher to understand
possible limitations or challenges that could be expected in the main stage of data collection
for this study. A small scale pilot study can often be helpful in organizing and improving a
larger scale and more meticulously defined future study (Light et ai, 2009).
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Fieldwork and Data Collection Methods
In order to gain permission for the data collection within the researchers own work place, the
owners of the company needed to be contacted to request permission for carrying the study
out and also to name the company within this dissertation. The researcher also requested
permission from each individual respondent of the surveys and semi-structured interviews
before administering any form of data collection to the participants. Surveys were
administered through an email which allowed respondents to click through to Survey Monkey
and complete the survey anonymously. The semi-structured interviews were also anonymous
and required some scheduling in order to sit down and speak to each member of the site
leadership team individually. The researcher made prior arrangements to meet each member
and recorded the interviews through the use of a phone which was later used to help the
researcher transcribe the interviews.

3.2.1 Primary Research
Primary research refers to new data which is not readily available and requires researchers to
collect data through various sources such as surveys and interviews depending on the level of
depth needed for the inquiry (Adams et ai, 2014). The primary research that has been
gathered and analysed for the purpose of this case study was carried out through surveys and
semi - structured interviews within Fastnet The Talent Group (see appendix A and B). The
researcher decided to take a mixed methods approach to primary data collection for this case
study in order to obtain varied and detailed data that could be analysed in line with the
research question. Mixed method research encourages the use of paradigms and often
provides more evidence for studying a research problem than qualitative or quantitative
methods alone can provide (Creswell and Clark, 2017).
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3.2.2 Surveys
Surveys are essentially a matter of asking a sample of people from a particular population, a
set of questions and using the answers from these questions to describe that population
(Fowler, 2013).

Surveys can be valuable as they are a fast and inexpensive method of

gathering a large amount of information about a particular samples attitudes, beliefs and selfreported behaviours (Mitchell and Jolley, 2012), For the purpose of this case study, an online
survey which did not identify respondents, ensuring anonymity, was chosen as part of the
primary research. This method was chosen as this is an exploratory study, the researcher was
keen to explore and understand employee’s beliefs and attitudes towards employee
engagement, and their motivations behind personal engagement. A group of thirty two
consultants, which equals one hundred percent of the population in the Cork and Dublin
offices of Fastnet The Talent Group took part in the online surveys. Online anonymous
surveys were first administered to the Consultants in both the Cork and Dublin offices. The
researcher chose to make the surveys anonymous as the company in question is quite small
and there was a possibility that some of the respondents may have felt uncomfortable giving
honest answers. Anonymity can be very helpful in extracting infonnation from respondents
or increasing the response rates in surveys that deal with sensitive issues (Bailey, 2008).

The outcomes of these surveys dictated the questions which were developed for the semistructured interviews. The interviews were then carried out with the site leadership team
based in the Cork office. The surveys administered by the researcher were structured using
the likert scale of agreeableness with a comment line under each question that intended to
probe for more detail. Likert scales are advantageous for data collection as responses can be
gathered in a standardised manner and be easily compared with one another and analysed,
they are also relatively easy to construct for the researcher and easy for the respondents to
understand (Ghuman, 2010). A mixture of some open-ended questions were also included
which allowed the researcher to obtain more detailed data and attempt to understand the
consultant’s opinions and attitudes towards motivation and engagement within the workplace.
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3.2.3 Semi - Structured Interviews
Interviews are similar to questionnaires in that they are a set of questions whieh rely on the
interviewee being able to answer and tell the truth as they see it (Walsh, 2001). Interviews
can be based on a positivist or naturalistic research approach depending to what extent the
interview is structured by the researcher, usually a semi-structured interview will take a
naturalistic approach as it less structured (Walsh, 2001). In mixed methods research, semistructured interviews can be useful in ternis of adding depth and complimenting other
approaches of research (Newcomer, 2015).

For the purpose of this case study, the researcher took a semi-structured interview approach
as the goal was to compile detailed and descriptive data from the site leadership team in
Fastnet The Talent Group (see appendix B for interview guide). The semi- structured
interview guide which was utilized included open ended concise questions that were designed
to obtain descriptive yet focused answers. The participants of the semi-structured interviews
were the four members of the senior leadership team which equals one hundred percent of the
population. The participants were also given the option of remaining anonymous for this
study, which was agreed upon as one participant did not want to be named. The researcher
also needed to be mindful of being biased and avoiding any questions that would be deemed
as leading towards a particular outcome. These interviews were recorded and transcribed by
the researcher at a later date. The purpose of interviewing the site leadership team was based
on understanding what the leader’s perception of engagement is to their employees and
whether they believe that this has an impact on the business perfomiance. The researcher then
compared the results of the interviews and surveys for their findings and overall conclusion.
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3.2.4 Secondary Research
Secondary research or information is data and other information that has been sourced and
collected by others and archived in some form (Stewart and Kamins, 1993). Secondary
information can be found through various sources including traditional books and journals,
government reports, industry studies and archived data sets (Stewart and Kamins, 1993). For
the purpose of this case study, the researcher collated various sources of secondary data
through utilizing online articles, traditional books and peer reviewed journal articles to
unearth a broader range of data and literature, that could be analysed in line with the research
question. Secondary data often gives a researcher more information than what would be
available in primary data sets, as well as being more cost effective and less time consuming
(Vartanian, 2011). The use of secondary data is also helpful for researchers who are
undertaking exploratory, descriptive and explanatory research as it aids in understanding
existing theories as well as what remains to be known about a particular topic (Pawar, 2004).

3.2.5 Quantitative Research
Quantitative research is objective and based on pre-dcfmed theories, results are measurable
and usually driven by numbers and facts (Benzo et a/.,2017). Quantitative research focuses
on numeric data and concrete, unchanging data, which is collected through a structured
approach such as polls or surveys with closed ended questions (Vogt et al., 2014).
Quantitative research methods are deductive in nature and contribute to the scientific
knowledge base by theory testing (Newman and Benz, 1998). Quantitative research involves
assigning people, objects or events into categories on a numerical scale according to arbitrary
rules to allow the data to be measured in a numerical form (Blaikie, 2003). Statistical and
numerical analysis is used when measuring quantitative data to test a hypotheses or theory
(Vogt, 2014). The researcher found that this type of research was useful when asking narrow
closed ended questions that are relevant for the sample size in question and could be
measured and analysed through statistical methods.
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3.2.6 Qualitative Research
Qualitative research is usually more descriptive than Quantitative (Ishiyama and Breuning,
2010). Researchers often use a verbal analysis of data over numerical such as carrying out
interviews and descriptive questionnaires (Stretch, 2002). Qualitative research is subjective in
nature and can be carried out in multiple forms but is generally approached in an interpretive
manner (Henninck et al, 2010). Researchers are interested in how people give meaning to
their lives by attempting to understand this through interpreting the subject’s thoughts,
experiences, actions and expressions as well as language and communication processes
(Boeije, 2010).

Qualitative researchers tend to place more emphasis on developing

descriptions and explanations rather than relying on hypotheses that have previously been
defined, meaning that a flexible research design is utilized (Hammersley, 2013).

Qualitative research is less structured than Quantitative research and allows the researcher to
adapt to any changes in a study (Sayre and King, 2010). The researcher found that this type
of study can be useful when seeking to explore and understand a social phenomenon, rather
than test or confirm a hypothesis as it is possible to ask open ended questions that can give an
insight into the participants personal thoughts and experiences. For the purpose of this study,
a mixed methods approach was adopted by integrating qualitative and quantitative
approaches through the use of surveys and semi - structured interviews.
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3.2.7 Mixed Methods Research
Mixed methods research is a multi - faceted research approach which integrates the use of
both quantitative and qualitative methods for data collection (Ivankova, 2014). A mixed
methods study is designed to contribute insights and an understanding beyond that which has
been derived from the component parts (Bazeley, 2017).

The increased variability of

findings using a mixed methods approach allows the researcher to triangulate the results
which increases the reliability and validity of results (Shreve and Angelone, 2010). The
concept of triangulation is a foundational concept in mixed methods research as it illustrates
the areas of overlap in the philosophical assumptions between qualitative and quantitative
research methods (Creamer, 2017). When using a mixed methods research approach, ideally
the researcher should integrate both quantitative and qualitative data in the findings (Bazeley,
2017). A popular way to represent integration in a study, is through a discussion where the
quantitative and qualitative results are portrayed in a parallel fashion, one after the other
(Creswell, 2014).

Integration, although ideal can be quite challenging (Tashakkori and Teddlie, 2010). When a
study is designed in a structured way such as utilizing a survey, the structured nature of this
survey can drive the project and also the way in which qualitative data is collected and
analysed (Byram, 2007). It has also been noted by Byram (2007) that mixed method
researchers do not always bring their findings together, quantitative and qualitative
components are often treated as separate domains.lt is possible to adopt a varied approach of
data collection and analysis without integration, this is referred to as multimethod research
(Creswell et a/., 2008). Multimethod research is where integration occurs only when
conclusions are being drawn from separate sub-studies (Bazeley, 2017). Multimethod
research utilizes two or more research methods, which are conducted rigorously, and results
are then triangulated to fomi a comprehensive whole (Tashakkori and Teddlie, 2010).

Research data in a mixed method approach is also separated into explanatory strategy and
exploratory strategies (Logan and Davies, 2014). In this case study, the sequential
explanatory strategy will be utilized due to the order in which data collection has been carried
out by the researcher. The explanatory strategy is a collection and analysis of quantitative
data in the first phase of the study, followed by the collection and analysis of qualitative in
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the second phase which builds on the results of the initial quantitative results (Creswell,
2009).

This approach was taken for the purpose of this case study, a survey was first carried out to
collate quantitative data which then dictated the questions that were asked in the second
phase of research using a semi-structured interview to collect qualitative data. The sequential
exploratory strategy is quite similar to the explanatory strategy; however, the phases are
reversed.

3.2.8 Rationale for using a Case Study Approach
A case study approach was adopted as the principal research method due to the fact the
researcher carried out all of the primary research within their own workplace. A case study is
the study of a phenomenon or a process as it develops within one case, the most popular
branch of case studies often relates to organisations (Swanborn, 2016). Case study research
has also been described as an intensive study of a single case or a small number of cases that
provides observational data and promises to provide insight on a larger population of cases
(Gerring, 2017).

Case study research has a number of strengths including creating and

elaborating a theory by generating, expanding concepts constructs, variables and relationships
with distinct settings (Ridder, 2016). Case study research is the preferred method when “(1)
the main research questions are how or why questions; (2) a researcher has little or no control
over behavioural events and (3) the focus of a study is a contemporary phenomenon” (Kin,
2013).

Case study research however, also has disadvantages, including the potential that the
researcher may be biased in their interpretations of the observed data collection and will
focus on data that supports their theory, whilst ignoring data that can present any problems or
opposition of this theory (Jackson, 2010). Sharma (2007) argues however that successful case
studies can produce critical learning which can be integrated as a method of best practice. Yin
(1994) further states that a case study is an experimental inquiry that examines a
contemporary phenomenon in a real-life context, particularly if the boundaries between
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phenomenon and context are not clearly defined. In this instance, a case study approach is
applicable as the main research question regards how employee engagement impacts on
business productivity.

As part of this study, the drivers behind why employees are engaged or disengaged within
Fastnet The Talent Group were further explored and analysed. The product of a good case
study is insight and the specific method of the case study is dependent on the researcher
(Gerring, 2017). The use of a case study allows a degree of flexibility as data is gathered and
used from a variety of different sources (Lee and Saunders, 2017). Quantitative and
Qualitative data collection methods were used in the case study with the researcher taking a
mixed methods research approach overall. Quantitative data that provides a form of
measurement and Qualitative data that can provide the understanding of a process can be
combined in imaginative ways to aid in explaining a particular phenomenon (Lee and
Saunders, 2017).

The use of several different sources of data allows for triangulation which is an important
area of case study research as an investigation of the phenomenon from various perspectives
provides more robust foundations for the findings and supports the argument for its
contribution to knowledge (Dawes - Farquhar, 2012). Four different types of triangulation
have been distinguished - data triangulation, investigator triangulation, theory triangulation
and methodological triangulation (Flick, 2009). Data triangulation involves collecting data
from several different sources or at different times and comparing it (Hair et al., 2015).
Investigator triangulation is a method of evaluating equivalence in terms of inter-rater
reliability (Sim and Wright, 2000). Theoretical triangulation allows for a greater insight into
data sets by looking at a number of theoretical perspectives (Dawes - Farquhar, 2012) and
methodological triangulation refers to the use of a research design which draws on a variety
of methods to collect and interpret the data (Arksey and Knight, 1999).

For the purpose of this case study, the researcher took a methodological triangulation
approach by using two different methods of data collection which was a survey and a semistructured interview. The findings of this data collection method were then analysed and
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compared in an attempt to understand the respondent’s opinions and attitudes towards
employee engagement. Methodological triangulation is a powerful means of cross checking
results in order to offer additional support for the validity of findings, as well as providing a
more thorough and complete conclusion than could be discovered through the use of a single
method (Baker and Egbert, 2016).

3.3 Sampling
Sampling in research refers to two activities, firstly defining a population from which a
sample is drawn and what its representative of and secondly ensuring that each person or
things from this pre-defmed population has a chance of inclusion that is greater than zero and
can be measured (Emmel, 2013). Thompson, (2012) also refers to sampling as a method of
selecting a particular part of a population to observe so that it is possible for a researcher to
estimate a finding on this population.

In this case study, the researcher wanted to gain a detailed insight into engagement levels and
associated attitudes from Consultants within Fastnet The Talent Group, therefore a particular
sample size and group of people needed to be selected. The choices made when selecting
participants for a particular research study are vital to how valid and reliable the findings of
the study will be (Daniel, 2011).

The researcher decided to ask a group of thirty two

consultants based between the Cork and Dublin offices of Fastnet The Talent Group to
complete an anonymous online survey through survey monkey which was emailed to them to
access via a link. These thirty two consultants equal one hundred percent of the population
with Fastnet. The survey was based on how engaged they are in their current role and what
their feelings are on their current position, a detailed breakdown of these results can be seen
in Chapter four. The results of these surveys were also used by the researcher to formulate
questions for semi-structured interviews that were later carried out with the leadership team
comprising of four people which equals one hundred percent of the population.

The method of using an online survey for sampling was chosen by the researcher as it was a
cost effective and simple way to target a number of people at once. The anonymity of the
survey also encouraged the respondents to share sensitive information that they may have not
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felt comfortable disclosing in person or if their name had been shared. Email or web surveys
provide more privacy on sensitive and personal issues in comparison to a telephone or face to
face structured interview (Leon, 2003). The survey allowed the researcher to gather some
measurable quantitative data while the semi structured interviews provided qualitative data
which was more detailed (see chapter four for detailed analysis).

3.4 Data Measurement and Analysis
Ordinal measures were used to analyse the data that the researcher collected from the online
survey in Fastnet The Talent Group. Through the use of ordinal scale measurement, the
progression towards or away from satisfaction is evident and responses can be put into order
based on priority, preference or perfomiance (Phillips et al, 2013). The researcher felt that
this approach would be suitable for the study as it would complement the likert scale style of
questioning that was used in the surveys. An ordinal analysis of data can provide quite
different and powerful results in comparison to a method of measurement that ignores the
ordinality (Agresti, 2012). The researcher discusses the findings of the survey through ordinal
variables in detail in Chapter four, where the results are presented in the fonn of bar charts
and pic charts. The researcher chose to use visual charts over tables to make the data clearer
for the reader. Presenting data in a bar chart rather than a table is a visual representation that
allows the reader to immediately see the magnitude of data values and trends in the data
(Goel et al., 2010).

3.5 Grounded Theory
Grounded theory has been defined as “the discovery of theory from data, systematically
obtained and analysed in social research” (Glaser and Strauss, 1967). Upon reviewing the
quantitative results from the online survey, the researcher decided that grounded theory,
although useful due to the ability of being able to describe and explain behaviour as well as
seek a central theory that is grounded in the data would not be the most useful qualitative
method to utilize in terms of explaining the findings in this case. Grounded theory is used
with the aim to understand participant perspectives including individual and multiple
meanings that relate to phenomena, surroundings, behaviours and social practices (Catallo et
al, 2013). Many researchers use grounded theory as a practical coding method, when we
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attach a code to data we are also attaching a concept whieh help us to build a theory
(Urquhart, 2012).

3.6 Coding
Coding involves eompiling a list of defined eodes that correspond to themes that have been
observed in the text and judge for each predetermined segment of text whether a specific
code is present or not (Hruschka et ai, 2004). In support of this, Saldana (2015) states that
coding is the transitional process between data collection and more extensive data analysis.
For the purpose of this case study, the researeher chose to use a thematic approach to coding
whereby the questions that were developed and responses that had been collated, were cross
tabulated to allow the data to be analysed side by side. Transcribing the interviews that had
been completed by the researcher was a starting point for the thematie analysis of the data.
Identifying patterns as to where codes appear and do not appear can aid the researeher in
exploring relationships as well as alerting the researcher to a difference between cases when a
code applies to one case but not to another (Harding, 2013).

The researeher chose to utilize a thematic analysis approach, this allowed the researcher to
ensure that every response was accounted for and attributed to a question, the interview
transcripts were also reviewed to ensure that any additional answers that eame from one
question were added and accounted for. The researcher ehose to use semi-struetured
interviews which meant that some answers from the respondents offered more than one
answers as the diseussions were quite open. The thematie approach is useful for theorizing
across a number of cases and finding common thematic elements across research participants
(Jupp, 2006). In order to develop the key themes that were dominant throughout the analysis,
the researcher eoded the responses that were given in the semi -structured interviews and then
categorized the answers by thematie elements. Respondent’s in the interview proeess were
also eoded according to Interviewee A, B, C and D to protect their identity.
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3. 7 Validity and Reliability
In regard to the use of a survey as a data collection method, reliability is a statistical measure
of how reproducible the surveys data is (Litwin and Fink, 1995). Similarly, it has been stated
by (Newman and McNeil, 1998) that reliability means the same response would be obtained
on repeated attempts whereas validity refers to whether the survey really does measure what
you want it to measure. Validity refers to the link between individual questions and the
concepts they seek to measure, as well as to how groups of questions combine to measure
multidimensional concepts (Sue and Ritter, 2011). In order to ensure that the data collected
and analysed in the primary research phase of this case study was reliable and held validity,
the researcher ensured that questions were not answered more than once by each respondent
and that each questionnaire was fully completed. The researcher also ensured that the
questions in surveys and interviews were relevant to the research objectives and literature
review that was previously completed in order for the data to be valid.

The researcher also had to ensure that the data collection methods used could provide both
internal and external validity. Internal validity describes the consistency of the indicators that
are used in the research, these are generally expressed as a parallel value (Baumgarten, 2012).
External validity refers to the extent of which the findings of a study can be generalized to
situations and samples other than those that have been used in the study (Eysenck, 2005).
Surveys were first used by the researcher to provide an insight into employee engagement
and attitudes surrounding this topic that could be further explored in the semi-structured
interviews. Both methods were used to complement each other as the survey aided in
providing direction for the interview questions and the interviews addressed the statistical
findings from the survey that had been carried out.
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3.8 Limitations of The Study
This case study was conducted within the researcher’s workplace whieh is a small to medium
sized organization with offices based in Cork and Dublin. The researcher found that there
were some limitations in terms of the variation in data due to the sample size comprising of
thirty six participants in total. This prevented the researcher from generalizing the results to
the wider population and gaining a more varied insight from consultants in other
organizations. The researcher also had to ensure that they did not make an over
generalization of engagement levels for consultants in all agencies based on their findings
from Fastnet The Talent Group. It is difficult to extrapolate from the results of single case
research into a larger context partieularly when environmental factors are taken into
consideration (Naumes, 2006).

This case study focused on one organization only, making it a singular case study. The
researcher found that this made it difficult to make a comparable study as the findings of the
data collection were unique to the organization in question. It has similarly been noted by
Mustafa (2008) that case situations are rarely comparable as the researcher tells his own story
in his own words. The researcher attempted to overcome some of these limitations by
persevering in unearthing rich data that focused in on the topic of engagement and
highlighted how different levels of engagement affected the consultants of Fastnet The Talent
Group. Rich data reaches below the surface and allows the researcher to gain a deeper
understanding of the topie of interest (Braun and Clarke, 2013).
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3.9 Ethical Concerns
Ethics is a branch of philosophy that addresses questions about morality, the terms ethics and
morals can often be used interchangeably however research ethics are concerned with moral
behaviour in research contexts (Wiles, 2012). Ethical issues are usually most prominent in the
sampling phase, once the researeher has chosen their method for collecting data and who
their sample selection will be, ethieal issues become very concrete (Vogt ct «/.,2012). The
researcher chose to utilize anonymous online surveys to engage participants where they could
willingly disclose sensitive and private infonnation, safe in the knowledge that it would not
be shared with anyone else. Consideration should be given to protecting the anonymity of
online pseudonyms, not only for their possible linkages to offline identities but also in their
own right (Buchanan, 2004). The researcher also asked the respondents pemrission to send a
survey and gave detail around the topic and why information was needed before sending out
the surveys through survey monkey.

Semi - structured interviews were also carried out for this ease study and similarly the
respondents were all informed as to why the interviews were being carried out and asked for
consent to complete and record the interviews for data analysis. The participants were also
given the option of anonymity if it made them more comfortable in terms of sharing personal
opinions and thoughts. Ethical research should be transparent in its process and informed
consent should be sought from participants (Campbell and Groundwater - Smith, 2007). The
data that was collected from the online survey was not shared with the interview participants
and likewise the interview partieipants answers were also kept private. All interviews were
reeorded on an audio device and later transcribed by the researcher, eopies of the audio files
were kept in a password protected phone which were then deleted as soon as they had been
transcribed by the researcher. During the interviews, the questioning process was also
standardized as not to include any researcher bias during this study.
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3.10 Summary
The above methodology chapter focuses on the link between the current literature and the
primary research practices that were undertaken to explore the research question of this case
study. The research practices have been discussed in depth including the methods used, the
appropriate research philosophy that correlates with the study, the rationale for taking a case
study approach. Other factors that needed to be taken into consideration by the researcher
such as limitations of the study, the validity and reliability of the research and the ethical
concerns involved have also been discussed.

In writing this dissertation and exploring the proposed research question through primary and
secondary sources of infomiation, the researcher strove to be aware of their own biases as the
case study was based on their own workplace. Throughout this study, the researcher
continuously reflected on their own thoughts and perceptions of the whole process. This selfreflection was aided by writing a personal reflection journal which has been included in the
appendices (see appendix C). The next chapter, chapter four, will present the empirical data
that has been gathered by the researcher and discussed before being analysed in further detail
in chapter five.
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Chapter Four
4.0 Introduction
Chapter four presents the data that has been collated from both quantitative and qualitative
research carried out by the researcher through the use of anonymous surveys and semi structured interviews. The anonymous surveys were carried out with thirty-two consultants of
Fastnet The Talent Group across the Cork and Dublin offices. The findings of the completed
surveys dictated the questions of the anonymous semi - structured interviews that were
carried out with the four members of the Leadership Team. The methods of data collection
and analysis have previously been discussed in chapter three. In this chapter, the findings of
this data collection have been discussed. These findings were then used to formulate
recommendations for Fastnet The Talent Group to improve engagement levels internally
among employees which is discussed in chapter five.

4.1 Quantitative Research - Findings and Analysis
This section will present the findings and analysis of quantitative research that was carried
out to meet the research objectives of this study. An anonymous online survey that was
conducted through the use of Survey Monkey in April 2018, provides the basis for this part of
the primary research. The survey was designed by the researcher specifically for the purpose
of this study and was distributed via email. In total, the survey had 32 respondents (see
appendix D) which equals one hundred per cent of the population of consultants within
Fastnet The Talent Group.

The purpose of the quantitative research was to investigate a range of attitudes and opinions
related to employee engagement and motivation. This analysis has provided valuable insight
which had not been previously explored but must also be considered within the limitations of
the study. Prior to collating the quantitative research data, the researcher was required to
conduct an extensive literature review to analyse and define the particular areas of interest as
well as analysing any evident gaps in the literature. This has been discussed in chapter three.
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4.1.1 Employee Engagement Levels

Q1 I feel engaged in my current role and look forward to work every day.
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The bar chart above portrays employee’s levels of engagement and indicates that 60% of
consultants agree that they are in engaged in their current role, while only 6% strongly agreed
that they are engaged in their position.

16% of participants neither agreed or disagreed with this statement while 18% disagreed that
they are currently engaged in their current role. The overall results of this question showed
that the majority of consultants do in fact feel engaged in their everyday role within Fastnet
The Talent Group.

The survey also allowed for a comment section on each question. Some respondents
mentioned that they enjoy the challenge of their work and like the people that they work with.
This explains the higher percentage of respondents agreeing that they are engaged in their
current role. More than one respondent, however, mentioned that even though they liked their
job they did not look forward to going to work every day. Other comments indicated that

53

everyday ean feel the same and some employees mentioned that they felt demotivated due to
a lack of recognition for the work they put in.
4.1.2 Work Environment and Motivation

Q2 My work environment is motivating and encourages me to do my best.
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Consultants were questioned on whether their work environment plays a factor in the
consultant’s motivation to carry out their everyday tasks. The majority of respondents, which
was a result of 60% agreed that it did.

Only 10% of consultants strongly agreed with this statement, while 25% disagreed that their
work environment is an encouraging place to be.

5% of respondents felt indifferent about their work environment. It was noted however, that
more than one contributor mentioned that they felt encouraged and supported by their
colleagues and work in a collaborative environment.
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4.1.3 Importance of Work and Personal Performance

Q3 My work is important to me and I take pride in my performance.
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Consultants were asked if their work was important to them and if they took pride in their
perfomiance. An overwhelming majority of respondents answered that they agreed (47%) or
strongly agreed (47%).

Comments indicated that consultants are driven and ambitious. More than one respondent
mentioned how their work directly impacts on clients, and that they enjoy seeing the tangible
rewards of their work.

Only 3% of consultants disagreed or felt indifferent on this subject, and there was a mention
that some consultants only took pride in their performance to improve for alternative
employers.
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4.1.4 Job Satisfaction

Q4 I get a sense of fulfillment and satisfaction from my job.
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63% of respondents agreed that they get a sense of fulfilment and satisfaction from their job
while only 19% of consultants strongly agreed with this statement. The researcher found this
to be an interesting result. The previous statement which asked about the personal importance
of work, had a much higher result of consultants who strongly agreed.

Comments from those who appear to be strongly engaged included “1 thoroughly enjoy the
role I am in and get great satisfaction in delivering to the needs of key stakeholders”. Others
however, mentioned that they only feel a sense of fulfilment and satisfaction when they meet
their targets.

13% of respondents disagreed with this statement while 6% felt indifferent, some indications
as to why consultants may have disagreed with this statement were evident in the comments.
Some consultants mentioned that work to them is just a way of paying their bills and that they
are not fully engaged in their position.
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4.1.5 The Value of Work

Q5 I feel that the work I do is valued by my organization.
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Results for the above statement on whether consultants perceived their work to be valued by
their organization were quite varied. 53% of consultants agreed with this statement, however,
many comments indicated they think this area could be improved. Various comments stated
that consultants believed their work was valued to a certain extent but could certainly be
improved.

Only 6% of respondents strongly agreed that they thought their work was valued, while
results were on par for those who were indifferent and those who disagreed with this
statement (19%).

The comments showed a pattern of many believing they needed to be given more
recognition. This was evident, particularly if they were to go above and beyond the call of
duty as they mentioned this is not done enough.
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4.1.6 Recognition of Work
Q6 I always receive recognition from management when I complete a job to a high standard.

Strongly Agree

Agree

Neither Agree
nor disAgree

DisAgiee

Strongly

dISAgree

0*^3

10%

20%

30%

40%

50%

60%

70%

80%

90% 100%

The results for question six in the survey were also quite interesting for the researcher. This
statement linked with the previous question in the survey and the results were quite varied in
comparison. 36% of respondents agreed that they do receive recognition while only 6%
strongly agreed with this statement. Some consultants acknowledged that their manager does
always recognize the work that they complete, but it could be improved.

In contrast to the previous statement where levels of disagreement were quite low, question
six showed that 35% of consultants disagreed that they received recognition from their
manager. Only 6% of respondents strongly disagreed with this statement.

Comments on this varied from “Only sometimes if my job is done to a noticeably high
standard but only if its noticeably better than expected” to “I do not feel that I am recognized
at all for the work that I complete”.
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4.1.7 Communication and Management

Q7 My manager is easy to approach, and 1 can talk to him/her if I have a problem.
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When asked about the eommunieation internally and whether eonsultants found it easy to
approaeh their manager, the majority of consultants either strongly agreed (34%) or agreed
(41%) with this statement.

Only 3% of respondents believe they could not approach their manager and disagreed with
this statement, while 5% neither agreed nor disagreed. Answers in the comment section
showed that some consultants have a good relationship with their manager and think they are
easy to approach. Others mentioned the relationship with their manager is part of the reason
they have stayed within the company.

In contrast some comments also highlighted that although consultants perceive their manager
as easy to approach it was not always easy to get a straight answer from them.
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4.1.8 Communication and Motivation

Q8 The communication that I have with my manager really impacts how I feel about my role
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Question eight links baek to question seven, in terms of the level of communication with
management and how consultants think this impacts on how they feel about their role. The
results of this statement showed that a higher range of consultants strongly agreed (39%) and
agreed (52%), that communication with their manager would impact on how they feel within
their role.

Some of the comments that were included mentioned how consultants believe it is important
to be able to bounce ideas off of their manager and have someone that can encourage them.
Others acknowledged that the input they have been asked for in their role makes them feel
more valued by their manager. While many comments were positive, there were also
consultants who noted that the lack of communication between themselves and their manager
affects their overall confidence and engagement levels.
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7% of consultant neither agreed nor disagreed with this statement and 1% disagreed that it
would ehange how they feel about their role.

4.1.9 Employee Satisfaction and Career Progression

Q9 I am satisfied with the career progression opportunities available within my organization
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When consultants were questioned on whether they were satisfied with the eareer progression
opportunities that were available to them within the organization, the results were quite
varied. The majority of consultants disagreed (47%) with this statement.

Comments around this ineluded “I am satisfied in my current role but for the future 1 feel I
have nowhere to progress to”. Other eonsultants mentioned that they think there are limited
progression opportunities available due to Fastnet The Talent Group being a smaller company
and believe they could only reach a certain stage of their eareer.

8% of respondents agreed that there were opportunities available to them while 0% strongly
agreed. 19% neither agreed or disagreed with this statement and 3% strongly disagreed that
there are suitable progression opportunities available for them. Some eonsultants mentioned
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that there may be internal opportunities there in the future, but they haven’t been made
available to them yet.

4.1.10 Employee Satisfaction and Training

Q10 I am satisfied with the training and upskilling courses available to me.

Strongly agiee

I

Agree

Neither agree
nor disagree

Disagree

Strongly lafeif
dIsAgree

0%

10%

20%

30%

40%

50%

60%

70%

80%

90% 100%

Consultants were also asked if they are satisfied with the training and upskilling courses that
they have been provided with. The results of this statement showed a notable contrast to
question nine, where consultants were asked how satisfied they were with career progression
opportunities.

The results of question 10 appeared to be more positive with 44% of consultants agreeing that
they are satisfied with the current training opportunities that are available, and 1% of
consultants strongly agreeing with statement. Some consultants commented that they are very
satisfied with the level of training and upskilling that is provided internally. Others also
mentioned they are happy they have been given the opportunity to complete external training
courses in addition.
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In contrast, 25% of respondents disagreed that they were satisfied with the existing training
opportunities while 22% felt indifferent about this. 2% strongly disagreed that there are
appropriate training and upskilling opportunities available. Some consultants did include in
their comments that they think there are a lot of courses available to them, however at this
stage in their career they would learn a lot more from hands on experience.

4.1.11 Employees and Work-Related Rewards

Q11 I am rewarded fairly for the quality of my work.
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Respondents were asked if they believe they are rewarded fairly for the quality of their work
within Fastnet The Talent Group. The majority of consultants agreed (53%) that they were
rewarded fairly, while 19% of consultants neither agreed nor disagreed with this statement.

25% of consultants disagreed that they were rewarded fairly with 3% strongly disagreeing
they are rewarded for their quality of work.

Many comments showed a similar pattern where consultants felt that there was a competitive
sales bonus, but a lot more could be done in terms of recognition and internal reward tools
that should be utilized more.
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4.1.12 Quality of Work and Motivation

Q12 The quality of my work is impacted by how motivated I feel.
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Consultants were also asked if the quality of their work is impacted by their level of
motivation. The above results show that an overwhelming majority agreed (55%) that this is
an important factor. 39% of consultants strongly agreed with this statement, while 7% felt
indifferent about how their motivation could impact on their work.

Comments again showed a pattern where consultants believe that their motivation stems from
a personal desire to succeed and complete their work to a high standard. Consultants also
mentioned, however, if they were being managed, engaged, rewarded and developed in the
right way, they would be motivated to work even harder as they would believe they would
feel more appreciated.
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4.1.13 Employee Motivation and Reward

Q13 I would be more motivated in my job if the rewards were better
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Consultants were also asked if they would be better motivated by an improved rewards
system. The results indicated in the bar chart above that the majority of consultants agreed
(52%) they would be more motivated if the rewards were better, while 29% strongly agreed
with this statement.

10% of consultants were indifferent on this topic while 10% disagreed that better rewards
would make a difference to their level of motivation. Many consultants highlighted in their
comments that although money is a motivator for them, it is not their main driver. They
believe that a number of non-fmancial rewards, such as extra days annual leave, flexible
working hours or team activities would encourage them to be better motivated.
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Other consultants mentioned an end of year bonus or again extra time off would be more
motivational for them in terms of carrying out quality work.

4.1.14 Drivers of Engagement

Q14 Money is my main driver to work hard
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Results proved to quite varied when asked if money was a main driver in terms of working
hard, as displayed in the bar chart above. 19% of consultants strongly agreed that money was
their main driver to work hard while 29% agreed with this statement but did not strongly
agree.

36% neither agreed nor disagreed that money was their main driver and 16% disagreed that it
would be their number one driver to work hard. Many consultants mentioned in their
comments that although money would be a key factor for them, it is not their main driver and
there are other factors that would motivate them just as much. Some of these factors included,
progression and developmental opportunities, positive internal relationships, company culture
and a sense of fulfilment from their work.
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While this was the case for a number of consultants, there were other respondents that stated
money would be their main driver and is something that takes priority for them personally.

4.1.15 Financial Reward and Employee Satisfaction
Q15 I am happy with the commission structure that is currently in place
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Consultants were asked if they are satisfied with the commission structure in place within
Fastnet The Talent Group at the moment. 29%~of respondents agreed that they were happy
with the commission structure, while the majority being 42% neither agreed nor disagreed
that the structure was satisfactory.

2% of consultants strongly agreed that they were happy with the commission structure, while
6% disagreed and 3% strongly disagreed.

Many consultants mentioned in their comments that they think the commission structure is
very competitive. Some respondents, however, believe that while they are somewhat satisfied
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with the commission structure in place, certain aspects of it could be revisited to make it
fairer for both the consultant and the company rather than just the company.

4.1.16 Employee Loyalty

Q16 It would take a lot for me to consider a move from my current organization.
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Consultants were also asked if it would take a lot for them to consider a move from their
current organization. 42% of consultants were in agreement with this statement.

29% of respondents stated that they are indifferent about it and 26% disagreed that it would
take a lot for them to consider a move. 3% strongly disagreed with this statement. Comments
from consultants again highlighted the area of limited progression opportunities. Some
comments from the consultants, mentioned that they are happy in their role and like the
company culture, but limited career progression would be an issue for them in the long term.
Others mentioned that due to certain elements that motivate them are absent in their current
role, they would consider a move for the right role.
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Other respondents mentioned that they would find it hard to leave as they would struggle to
make the same salary elsewhere even though they know they eould get better benefits with
another eompany. Similarly, some eomments mentioned they would eonsider a move but
only for something better.

4.1.17 Suggestions for Future Motivation and Engagement
Q17 In your opinion, what could be implemented by management to enhance your motivation
and keep employees engaged for the future within Fastnet?

Communication Flexibility Career Progression

Management Engagement
Recognition Team Building Training
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Meetings

Employees

Question seventeen of the survey distributed to eonsultants within Fastnet The Talent Group
was an open-ended question that allowed for eomments only. Consultants were asked what
eould be implemented by management in the future to enhanee motivation and keep
employees engaged.

The eomments from respondents on this question showed strong patterns in partieular areas
sueh as reeognition, rewards, eareer progression and eommunication.
Some eomments ineluded:
Stronger career progression opportunities, end of year bonus, more of a focus on unitbased rewards/activities, different reward options i.e day's annual leave etc. More sports
and social activities should have one night out/event a quarter

In terms of my own motivation - recognition (and the use of the recognition tools we
have in place internally), developmental opportunities and relationship building would
enhance my motivation. In terms of overall Fastnet engagement -1 think having a more
defined developmental plan for each unit, more could be done from a wellness point of
view, additional S&S activities.
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More structure around meetings, progression, targets, - reviews need to be better
outlined.

4.2 Qualitative Research - Findings and Analysis

This section presents the findings of the qualitative research that was carried out to meet the
research objectives of this study. The results from the anonymous surveys dictated the
questions that were fonned and used for the semi structured interview guides (see appendices
for the full list of interview questions). The interview questions were semi - structured in
nature and comprised of open ended questions which were carried out on a face to face basis
with four members of the Senior Leadership Team in Fastnet The Talent Group. The four
members of the SLT equal 100 per cent of the population and is comprised of a Managing
Director, Operations Director, HR Director and Finance Director.

The purpose of the semi-structured interviews was to gain more of an insight as to how senior
management view the organization and the employee engagement levels in comparison to the
results that were gathered by the researcher and if there is a disconnect there. It also provided
insight for the researcher on whether the senior leadership team felt that employee
engagement levels have an impact on the organization and how they value the employees
who are currently working in Fastnet The Talent Group.

The results that are presented in this chapter include direct quotations from the interviewees
who have contributed to this study. All of the interviewers gave permission for this
information to be used as part of this research study.
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4.2.1 Engagement levels within Fastnet The Talent Group

Interviewees were asked if they think that the eurrent employees of Fastnet The Talent Group
are engaged in their roles. All of the leadership team were in agreement that they pereieve the
employees to be engaged however, they also think that there is room for improvement:
/ think it could alw ays be improved to be honest with you, but / think in general if I was
to make a sweeping statement / would say that a lot ofpeople here are very engaged. In
fact, they surprise me every day with their enthusiasm and how engaged they are
(Interviewee C).

Another contributor mentioned felt that there are particular areas that could be improved on
for enhanced engagement such as employee contribution and constructive feedback:

/ would say that overall Fastnet employees are engaged, could we improve on it?
Probably yes, we could encourage people to offer more ideas and express more views I
can 7 speak for everybody, but we could certainly open that up a bit more to people.
Giving construetive feedback is always the hardest thing to give, people often tend to shy
away from it so maybe that’s an area we could do a bit more on (Interviewee B).

Other contributors felt that improvements could be made more so on the talent management
side of things rather than constructive feedback:
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I genuinely do feel that people are engaged in their roles here I think it’s never going to
100% because from an internal talent management perspective there’s going to be
things that were still working on, but I do think people are mostly engaged (Interviewee
D).

A theme eonceming the company values also emerged throughout the interviews and was
also mentioned by one contributor as a factor in keeping employees engaged:

I would say yes, the employees are engaged in their current roles, but / would say that
there is always room for improvement. One of the reasons that I think employees are
engaged is that the overall company objectives and mission are pretty clear, we recently
re-evaluated the core values reducing them from five to three and I think that has
resulted in more engagement because people understand what we mean when we talk
about the core values, they are not just words (Interviewee A).
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4.2.2 Work Environment and Motivation

Another area that presented a positive response amongst all of the partieipants was the topie
of a motivating work environment for employees. Interestingly eaeh partieipant believed it
was motivating for a different reason. Some partieipants again linked this baek to the
organizations eore values:

Absolutely, I would say yes, we are in a motivating work environment. Going baek to the
core values, one of which is the entrepreneurial spirit, I think that people feel that they
can get involved, if they have suggestions they can put them forward. If they want to go
ahead and put something in place or come up with something new I feel that they have
the tools in place where they can do that (Intcnnewee A).

Other contributors felt the area of motivation was more so down to the people of the
organization:

/ think it’s a very motivating work environment and I think it’s very motivating because

of the employees here and not necessarily the structure because it’s just that type of an
office. I think it’s almost that idea of reverse mentoring where a lot ofyounger members
of the team are bringing in fresh ideas and energy and I think through that it creates a
lot of inspiration and hence engagement (Inteniewee C).

Whilst some contributors felt it was actually down to an increased sense of responsibility for
employees, however again it is an area that could be improved upon.:
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It’s definitely motivating, we have a structure in place with performance appraisals and
a constant review of that. The w'ork is interesting and challenging which helps to
motivate people. One critique of the company where they could possibly do more in this
area is automation, I think certainly in my own area there is a lot of manual work that
could demotivate someone as it can be very tedious (Intennewee B).

Other participants were also asked how they believe they could possibly improve the existing
motivation amongst employees. The responses were again quite varied, however, there was a
strong theme showing that communication was perceived as being an important factor:

/ think it’s probably back to communication, it's about listening and asking the right

questions and understanding where the gaps are. I think it’s about continuously working
on the communication, so everybody knows what's going on and everybody continues to
feel engaged and part of the team (Interviewee A).

Others perceived communication as a key area that needs to tie into the overall strategy:

/ believe in actually talking to people and I suppose were small enough to be in the
situation where I think those coaching conversations happen all of the time and I think
that’s probably where you get that rich feedback that feeds into the talent management
strategy and how you can improve things (Interviewee C).

Some contributors noted that improvements to motivation could be made through the tools
the staff have been provided with to carry out their work:

I would implement more around automation because I think you could get more
interesting and value add work for the team that they could get more out of as the limits
that we have at the moment can sometimes restrict what kind of work you can do within
the role (Interviewee B).
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Other participants highlighted the area of recognition which interestingly was not brought up
by other members. The topic of recognition also appeared to come across strongly in the
results of the anonymous survey as an area that consultants felt could be improved:

I think for me it’s recognition whereby making sure that it is done consistently and
fairly. We need to bring this into more of an optimized space (Interviewee D).

4.2.3 Employee Loyalty

Regarding a sense of employee loyalty, there was a positive reaction overall to this question.
Some of the contributors in the interview process believe that this is due to the fact that it is a
family run business:
It is a family business and has that family feel to it, so I think that’s definitely one of the
reasons why people feel more loyal. It has a small company feel to it, so I think it’s
probably hard not to feel a little bit loyal as people feel like they arc part of the team
(Interviewee A).

In agreement with this, another contributor mentioned the family feel to the company,
however, also acknowledged that people are still subject to moving on depending on their
personal circumstances:
At the heart we are a family company, I think there is a family feel to the company and
there is probably a certain amount of loyalty that goes with that as well. We have each
other’s back and feel loyal to each other but having said that I’m fully aware that people
have to focus on their personal circumstances and careers as well so sometimes people
are moving far the right reasons and I think that’s absolutely as it should be
(Inter\hewee C).

Another participant brought up an interesting point that some employees stayed in the
business longer than they should have due to a sense of loyalty.
I do think that people here are very loyal and sometimes potentially too much so. In the
past some people have maybe stayed for too long because they felt it was wrong to leave.
I do think that versus some other companies that I’ve worked in definitely the loyalty is
higher here (Interviewee D).
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Interestingly, some eontributors did not faetor in the family conneetion to the business and
foeused more so on the relevanee of how experieneed employees are in their career path:
/ certainly think people at a eertain level here feel loyalty such as the BULS and
leadership team, it can be hard to know with graduates as they are still trying to figure
out if this is the right career for them and they have to deeide on other opportunities
(Interviewee B).

4.2.4 Employee Recognition and Results

Participants in the interview process were asked how they valued employee’s efforts and if
the tangible results were also important. A strong pattern emerged whereby the contributors
believe it is a balance between recognizing and encouraging employee’s efforts but also see
the tangible results as equally important for the business:
/ think it’s a real balance, so you need to encourage and promote both as the role won’t
work unless you have both. I would always recognize when I see somebody going the
extra mile and call it out so that it is noticed (Interviewee B).

Others were in agreement that there is a balance between valuing the effort and the necessity
of tangible results:
I think it’s that balanee because at the end of the day were a business and the tangible
results are important. It’s the balance between the two but as an organization I think I
would say we are probably more foeused on the effort, but we do definitely still need the
tangible results (Interviewee A).

Some contributors agreed that there is a balance but also believe that again this area could be
linked back to the company’s core values:
We hugely value our employees and we have thought very much about how to ensure
people do feel valued. I think there is definitely a balance, for us living the values is the
key, it starts with living the values no matter what you’re doing. Tangible outcomes and
results of course are important also, so I think it’s a balanee for sure (Interviewee C).
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Other participants took a different standpoint on this which was interesting, in comparison to
the other answers. This participant viewed the tangible results to be the development changes
in an employee rather than the sales-based results:
To me the ultimate prize for all the time that I invest is that tangible difference in people,
but I recognize that in a millennial workforce, I probably need to do a bit more of the
other things too like sending an email to say well done from a recognition perspective
(Interviewee D).

4.2.5 Internal Communication

All members of the SLT perceive communication channels to be quite open and that they are
approachable to all members of the business:
/ certainly would hope so, I have a very open style of leadership the door is always open.
I feel I have heard issues and I don Y believe there is anybody sitting with anything that
they felt they couldn Y bring my way (Inter\newce B).

Other contributors noted that the structure of the business played a large part in the open
communication style. This contributor mentioned how they enjoy being able to communicate
with the staff on a regular basis:
I hope so, the structure at Fastnet is not hierarchical so anybody could walk through the
door of my office any day of the week. I think it’s quite open in that regard, I don Y think
people feel siloed or just because they report to somebody else that they can Y have a
conversation with me or anybody else on the SLT and I like being involved with people
because it also motivates me and makes me feel engaged and involved so I think it works
both ways (Interviewee C).

In agreement with this, others mentioned the small company feel to Fastnet where employees
can approach different members of the business at any time:

/ would hope so and again its going back to the fact that we are quite a small company. I
think people feel that they can ask anybody anything at any time (Interviewee A).
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Other participants mentioned that they do think that they are approachable but also could
probably make themselves more available to employees:
/ certainly would like to think so, hut I w ould like to myself more available which I think
from here on in I ean probably do a bit more of (Interx’iewee D).

4.2.6 Career Progression Opportunities

The subject of career progression opportunities within Fastnet The Talent Group presented
similar findings from the SLT members perspectives.

Many members of the SLT believe that there are appropriate opportunities available
internally:
In regard to development, the sky is the limit there’s opportunity for people to move
aeross funetions as well as to move vertieally so I think the opportunities are there
(Interviewee C).

Others were in agreement that there are opportunities in other areas of the business:
There’s opportunities to take on more responsibilities and there's also opportunities to
take on a team so I think there are career progression opportunities. The fact that our
business also has taken on four arms and we have the talent and transformation division
which can open up more opportunities for people who w'ant to move out of the
reeruitment side of things (Interxnewee A).

Some participants believe that progression is actually encouraged within the organization by
being able to move into different divisions:
Were a small organization with a flat strueture so I do think there are opportunities as
we have obviously developed that career matrix where we have encouraged people to
think about moving around so I do think there are tangible options (Interxnewee D).
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Other contributors did highlight that it is difficult to give a clear-cut answer on this topic as it
can be very much subjective to an employee’s position but still believe that the opportunities
are there:
That’s difficult to answer as its very much subjective to the area that you are in, but I
know if a consultant wants to move from one division to another that’s certainly not an
issue so overall yes I think they do have suitable opportunities available (Interviewee B).
Contributors also mentioned that they believe there are opportunities within the business for
employees, however, they could understand why employees might feel that it is limited. It
was noted that it is something that management need to be aware of:
/ think it’s a problem that a lot of companies have that onee you have your leaders in
plaee if they are not showing signs of moving that people who are on the team ask the
question where can / move to next? I think it’s something that as a leadership team it’s
something that we need to be aware of so that we don’t lose really good people who
want to move up but who can 7 (Interviewee B).

Other participants mentioned that they believed there wasn’t a huge amount of scope there for
improvement but that as a small company, there is more of an option of being flexible around
this:
In terms of where things are at for the moment there is probably not huge scope there to
open up a lot more opportunities. I prefer not to be really structured and say these are
the roles in our organization and that’s never going to change, so I think I’d be flexible
enough in that approach (Interviewee A).

Some contributors acknowledged that while the opportunities are there, they are not talked
about regularly enough and may not be seen as an option:
I think we probably need to talk about rotation more regularly it shouldn 7 be just a once
a year because peoples motivators change. I think we definitely need to talk about it
more often (Interviewee D).
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In contrast to these eomments, others believe that the opportunities have already been
improved by making the communication around this area clearer. It was also noted however,
that it is something that can be continuously improved:
In a small organization, sometimes you can think unless my manager leaves where are
the opportunities for me. 1 think it was about making those opportunities clear and I
hope people can see those opportunities now. I’d certainly hope that it’s something that
is more defined and clearer, but I do think it’s something that we can still work on
(Intennewee C).
4.2.7 Employee Reward and Recognition

In relation to employee reward and recognition, the SLT believe that the eurrent rewards and
recognition system in plaee is quite satisfactory across the board:
/ don ’t have concrete feedback to guarantee people are happy but I do think so, we are
positioning ourselves as a premium provider so I think the salaries have to reflect that,
but then I think from a recognition point of view it’s very important that it’s not just all
about the money so that people do feel that they 're doing a good job and that they ’re
valued. We have a reward and recognition strategy in place where its discretionary
anyone can use it, so I think that’s motivating as well (Interviewee C).

Other contributors were in agreement that the monetary bonuses were very fair but also
belive that the recognition piece could be improved. It was mentioned that recognition is
something that has been taken into consideration already:
/ think the bonus system in place is very fair in terms of the way it works and the levels of
remuneration that people can earn, I would be surprised to hear people saying it’s not
fairly remunerated here. I think it was important for other rewards and recognition
outside of monetary bonuses to be put in place so having the initiatives that were trying
to roll out this year in terms of recognition will help. It’s something the leadership team
have been looking at a lot and it’s very hard to get right (Interviewee B).

Other participants also mentioned the work that has already gone into this area and regard
reward and recognition to be quite separate entities:
/ would like to think that the rewards system overall is satisfactory for employees.
Through the work that has gone into that I think you will see that they are quite different,
certainly in our business where rewards are very separate to the recognition piece, so I
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think it’s important that we are focused on the recognition and getting that piece right as
well, but I would see them as being two separate entities (Interviewee A).

4.2.8 Future Engagement of Employees

The final topic that was discussed with the SLT was around recommendations to further
enhance or improve the current levels of employee engagement. This area was also
highlighted to consultants as part of the survey. Results emphasized a particular pattern for
suggested improvements in particular areas, including rewards, recognition career
progression and communication.

There was overlap in terms of the suggested areas outlined, but interestingly only around
communication which all of the SLT perceive to be a very important factor for continuous
improvements:
/ think we have to keep working on making sure that people have the communications as
to how their jobs tics into the overall Fastnet goal and objectives for the year and
looking at the objectives for the year to see how we are performing against that I think
that definitely helps everybody in the company to see the bigger picture no what we ’re
trying to achieve (Interviewee B).

Others were in agreement that ongoing communication and ensuring that employees are
aware of whaf s going on in the business is important. This participant, however, also
highlighted the need to be proactive and not get complacent when things are going well:
I think in our type of business you can 7 stand still so you always need to be looking at
improving and enhancing everything. The focus for us at the moment is around the
communication piece and identifying the different needs that different people have and
making sure we are doing what we can and ensuring that people are aware of what’s
going on (Inteniewee A).
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Similarly, others again mentioned that it is a eontinuous process that always needs to be kept
in mind. Communication again came into play as a strong focus around these improvements:
It’s an ongoing process and I don’t think you can ever get complacent. I think it’s about
keeping your finger on the pulse in terms of what individuals of the organization feel and
the only way you can do that is by having ongoing conversations with people, taking
feedback iffeedback is coming through acting on it (Interviewee C).

Another topic that was mentioned is the overall area of talent management, in particular
development. It was highlighted that employees should have the understanding of where they
can move within the organization to make more informed decisions:
If we think about talent management again as attraction, management,
engagement, development and retention. When someone joins, and they have a
really positive experience, if they feel well managed, if they feel well developed
then engagement will naturally occur. I think there’s probably still a space in the
development area in particular, it’s about making sure we are developing the end
to end understanding. I think for here because we are small, a lot of development
can come from within your role and it’s about understanding that end to end and
making more informed decision then if people do want to move and where they
want to move to within the business (Interviewee D).
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4.3 Conclusion

Chapter four presented the findings of this case study research. The researcher carried out the
quantitative and qualitative research in order to examine employee engagement levels within
their own workplace. This chapter provided the visual data that was collected by the
researcher as well as the findings that were gathered from this study.

The findings of the research have been presented in separate sections that are in order of the
questions asked by the researcher. Overall it was concluded that both groups shared the
perception that Fastnet The Talent Group has a motivating work environment and
communication is an important factor in terms of enhancing motivation and engagement
within the organization.

While there was overlap on many topics that participants were questioned on, there were also
interesting results where the groups had opposing views. The information collected from the
surveys and the semi-structured interviews was compared and analysed by the researcher to
understand if there was any emerging trends or patterns between the two groups of
respondents. This will be discussed in more detail in chapter five.
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Chapter Five
5,0 Main Findings, Recommendations and Conclusions

Employee engagement is a key factor in the success and growth of an organization, the
importance of engaging employees cannot be underestimated. Employees who are engaged
tend to be more productive, better motivated, have loyalty to the company, and are aligned
with the overall organizational goals. This study focuses on the area of employee engagement
and the impact it has on perfonnance and motivation levels. Supporting the study, is the
analysis of thirty-two anonymous surveys which were all carried out with the staff members
of Fastnet The Talent Group, in the researcher’s opinion the staff members are a reliable
source of infonnation as these are the people who represent the company and need to be
engaged for the business to work. Four anonymous semi-structured interviews with the senior
leadership team of Fastnet The Talent Group also support this study. The SET member’s
professional responsibility allows them to speak with confidence on these subjects.

The researcher analysed the data that has been collected from both groups to compare and
contrast the outcomes and examine if there are evident themes emerging or if there are
strongly opposing views on particular topics. Combining different strands of primary research
brought a multi- dimensional perspective to this research and triangulation techniques were
used where appropriate to cross validate data. The analysis and conclusion in the overall
chapter that follows, consists of both the researchers primary and secondary research and
findings. This chapter also presents a summary table that outlines the key conclusions of this
study and a summary table that outlines possible recommendations for the future to improve
or enhance the current findings. Recommendation for future research studies have also been
presented in this chapter.
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5.1 Review of Main Findings

The findings of this research study highlighted a number of key areas that were prominent
throughout the primary research such as communication, motivation, recognition and career
developm.ent. These key areas also featured quite frequently throughout the literature
findings. The researcher notes that although the primary research showed that the overall
levels of engagement in Fastnet The Talent Group are quite positive, there is room for
improvement. Supporting the findings of Rice et al (2012) many employees responding in
this study believe that the areas of recognition and career development need to be improved.
Career progression and development was found to be the most prominent area in tenus of a
catalyst for employees to feel de-motivated.

47% of quantitative survey respondents

disagreed that there are suitable career progression opportunities available to them within the
organisation (4:63). Interestingly, the semi-structured interview results showed opposing
views on this hinting that there may be a potential disconnect in this area and more
communication is needed.

The area of recognition for work completed by the consultants was also a prominent theme
that emerged from this study. Survey respondents were of the opinion that the level of
recognition could be improved. Many respondents stated that they believe they only get
recognition from management if they really go above and beyond and not for the work they
put in on a regular basis. This showed a contrast to the results of the semi-structured
interviews where respondents felt that they do recognize employee’s efforts, but the tangible
results are also important for the business. These results support the findings of Clark (2012)
whereby it may be helpful to align the reward and recognition strategy to the organizations
overall vision.
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The topic of work recognition ties into the theme of communication which proved to be
another evident trend in the research. It has been highlighted many times in the literature
(Bridger 2014; Garber 2013; and Miihlberg and Harrison 2014;) that communication between
leadership teams and employees is of significant importance. Clear Communication helps
employees to understand what they are working towards and the confidence to approach
management with any potential problems or issues. This literature has been supported by the
primary research findings of this study with 75% of quantitative survey respondents revealing
that they have a good relationship with their manager and find them easy to approach (4:61).
This was in alignment with the semi-struetured interview results whereby participants
believed that they are approachable and that employees can communicate any issues that they
might have with them (4:79).

Other areas that were revealed in this study concerned employee loyalty and the working
environment in tenns of how motivating it currently is for employees. These themes were not
as prominent as those mentioned above however, there are still opinions that are worth noting
as they have considerable impact on employee performance.

All of these areas will be

discussed in more depth and analysis throughout this chapter with recommendations being
applied to the key findings of the study.
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5.1.1 Career Progression and Development Opportunities

A significant finding that emerged from this study was the faet that employees within Fastnet
The Talent Group highlighted through their responses in the quantitative survey that
improvements need to be made in regard to the internal career progression opportunities. 47%
of respondents that participated in the anonymous survey disagreed that there are satisfactory
internal career opportunities available and believe they have no pathway for career
advancement within the organization (4:63).

The subject of career progression opportunities within Fastnet The Talent Group presented
some interesting findings for the researeher as there was a strong contrast between the Senior
Leadership Team’s thoughts and perceptions on this in comparison to how the eonsultants
responded. Overall, 50% of consultants disagreed that there are eareer progression
opportunities available to them with some believing progression opportunities are quite
limited and they ean only reach a certain stage of their career, however, they are all very
satisfied with the training and upskilling opportunities that are available to them (4:64). In
opposition to this, many members of the SLT regard Fastnet The Talent Group as an
organization that provides appropriate opportunities internally to their staff.

“The sky is the limit there’s opportunity for people to move across functions as well as to
move vertically so I think the opportunities are there” (4:80). Through the researeh findings it
has become apparent that career progression is a key element in keeping the employees of
Fastnet The Talent Group motivated and engaged in their roles. This was previously
supported by Ahmed and Dajani (2015) who agree that when an employee is satisfied within
their role that they will seek advancement such as career progression. These findings suggest
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that progression is an area that may need to be revisited although in the researcher’s opinion
it may be difficult to define how progression can be further developed within a recruitment
agency with a flat organization structure. A participant of the semi-structured interviews
however, did mention that there are different areas that have been developed within Fastnet
The Talent Group outside of recruitment that employees have the opportunity to move into.
“We have the talent and transformation division which can open up more opportunities for
people who want to move out of the recruitment side of things” (4:80).
5.1.2 Reward and Recognition

The subject of reward and recognition presented interesting findings for the researcher.
Supporting McPhie ct al; (2009) in regard to intrinsic motivation, participants of the survey
felt that the monetary rewards within Fastnet The Talent Group are quite good but that
particular areas could certainly be improved. 53% of survey respondents believe that they are
rewarded fairly for their quality of work (4:13), however, when questioned if they would be
more motivated with an improved rewards system for the quality of their work, 52% of
respondents agreed that they would be more motivated (4:15).

A pattern emerged in this research, whereby many consultants highlighted that although
money is important to them, for a lot of employees it is not the main driver and they believed
a number of non-fmancial rewards such as extra days annual leave, flexible working hours or
team activities would encourage them to be more motivated in work. In comparison to this
the SLT regard the current rewards and recognition system that is in place as quite
satisfactory across the board “I would be surprised to hear people saying it’s not fairly
remunerated here” (4:82).

In terms of reward, the survey results were less positive emphasizing the fact that employees
strongly believed that this area needed to be improved. These findings showed that
employees do acknowledge that there is a certain level of recognition in Fastnet The Talent
Group but possibly not enough (4:60). Some survey participants mentioned that they are only
given recognition if their job has been carried out to a notably higher standard better than
expected (4:60). In contrast, the members of the leadership team understand that they are
already valuing and recognizing employee’s efforts through their encouragement. “We
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hugely value our employees and we have thought very mueh about how to ensure people do
feel valued. Tangible outcomes and results of course are important also, so 1 think it’s a
balance for sure” (4:78).

5.1.3 Communication

Internal communication proved to be in a better space than some of the other key themes such
as career progression and recognition through the results that were analysed. Respondents of
the quantitative survey still, however, noted that improvements could be made as it is
certainly an area that would impact on their work (4:62). The survey findings highlighted that
there are good relationships in place between the consultants and their managers with 41% of
employees agreeing that they find it easy to approach their manager and some even
commenting that their relationship with their manager is partly why they have stayed with the
company for so long (4:61). I'hese findings strongly support the literature findings of Garber
(2013) that highlight the importance of working relationships and communication between
employees and management.

52% participants of the survey also agreed that the communication they have with their
manager would impact on how they feel within their role (4:62). Some of the less positive
findings in this area highlighted that there are consultants who believe the communication
with their manager is not good enough and it is strongly affecting their overall confidence
and engagement levels within their role (4:62). Overall, however, these results were quite
positive. The findings from the semi-structured interviews highlighted a strong correlation
with the survey results as the SLT team consider the communication in Fastnet The Talent
Group to be quite open and believe that they are approachable to all of the staff “It’s going
back to the fact that we are quite a small company. I think people feel that they can ask
anybody anything at any time” (4:79).
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5.1.4 Work Environment

The topic of the working environment within Fastnet The Talent Group provided positive
results from both the survey and semi-structured interview findings. 60% of consultants
agreed that the work environment is m.otivating for them with some commenting that they
regard it to be a supportive and collaborative environment (4:56). These findings emphasized
the similarities of the interview results with one participant mentioning the people of the
organization as being a key motivator and supporting of each other. “It’s very motivating
because of the employees here, a lot of the younger members are bringing in fresh ideas and
energy and create a lot of inspiration and hence engagement” (4:75).

While the working environment is viewed as positive overall, the results highlighted that
there are also areas where it can be improved. This appeared to be around the subject of
communication which also previously came up as a more prominent theme. Members of the
SLT believe that to enhance the motivating work environment or to improve it, that
communication is an essential element in doing so. “It’s about continuously working on the
communication, so everybody knows what’s going on and everybody continues to feel
engaged and part of the team (4:76)”. These findings support the idea that communication is a
key element in further enhancing and encouraging engagement among employees. This
research also ties in with the findings of Jiony et al; (2015) regarding communication as
being essential within an organization.
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5.1.5 Employee Loyalty

Regarding a sense of employee loyalty, there was a positive reaetion overall to this question
from both groups of participants. The contributors of the semi-structured interviews all
considered the employees of Fastnet The Talent Group to be quite loyal with some putting
this down to the fact that it is a small family run business, ‘it is a family business and has that
family feel to it, so 1 think that’s definitely one of the reasons why people feel more loyal”
(4:77). This perception links in with the results from the anonymous survey carried out,
where 42% of the respondents regarded themselves as being loyal to their employer (4:70).
The comments from the survey participants, however, also highlighted some of the prominent
issues that have come up throughout this study such as career progression. More than one
participant mentioned that they are happy in their current role and like the company but that
the lack of career progression opportunities would be an issue for them in the long tenn and
may force them to move on (4:70).

The findings that were derived from this area of the study also support the previous findings
of Baporikar (2017) notes that “talent retention programmes should be cantered on individual
employee needs to build employees loyalty and commitment to the organisation. Provision of
support for employee’s growth within an organisation helps employees to see the long-term
path within an organisation”.

91

5.2 Summary Framework of Research Findings
Career Progression and Opportunities
Consultants feel that they cannot progress within Fastnet The Talent Group
Some consultants feel that they have nowhere else they can progress to.
Leadership team are in disagreement that there is limited progression.
Interview findings highlighted that there are other areas of the business that can be explored.
Interview findings also suggested that moving into these areas of the business is not discussed
regularly enough.
Certain level of disconnect between SLT and consultants is apparent on this topic.
Indications that the disconnect between SLT and consultants could possibly be down to a lack of
communication.

Recognition and Reward
Consultants are somewhat satisfied with monetary reward but feel it could be improved.
Findings highlighted that many consultants would like to see more non-fmancial rewards such as
more annual leave or flexible working hours.
Interview results showed opposing views from the SLT who feel that the rewards system is
satisfactory across the board.
The area of recognition needs a lot of improvement based on the findings of the survey results.
Consultants do not feel that they are recognized enough for the work that they put in on a regular
basis.
Further opposition from the SLT on this subject was again apparent from the interview results with
the majority of respondents stating that employees are shown recognition and encouragement.
Interview results, however, also highlighted that tangible results are important for the SLT
members as it is impactful on the business.

Communication
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The majority of consultants feel they can approach their manager whenever they need to.
Not all respondents were positive however, and some feel that the lack of communication with
their manager creates barriers as it affects their confidence and engagement in their role.
Others felt that the positive relationship that they have with their manager has been a key
contributor in terms of what has kept them in the company up until now.
Findings from the semi- structured interviews carried out show a strong correlation with the
survey results with all of the SLT team feeling that communication is quite open and that they are
approachable to the staff

Work Environment
•

People of the organization are seen as key motivators.

•

Employees find the environment to be supportive and collaborative.
Possibility of enhancing or improving the engagement levels through better communication making
the work environment more open and allowing employees to feel included.

Employee Loyalty
Overall the majority of consultants feel a sense of loyalty to Fastnet The Talent Group.
Findings showed that the results from both groups of participants were quite similar.
Comments from the anonymous survey highlighted that while employees are generally happy and
feel loyal to the company, they also feel limited in terms of career progression which could force
them to make a move in the future.
Table 1
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5.3 Recommendations for Future Practice

Taking the recommendations for future research into account, the findings of this study could
also be used by the company to improve on particular areas around employee engagement
and how they can further enhance and improve this. Implementing a number of cost effective
initiatives based on the research findings of this study can be undertaken in order to do so.
There was an evident trend that employees believed they could not progress successfully
within the organization and did not have options available to them. Senior management
contradicted this perception by mentioning that it is possible for employees to move cross
functionally within the organization, however, it was also admitted this was not something
that is discussed regularly. The researcher would recommend that a strategy is implemented
around this whereby the topic of progression and moving into different functions of the
business is discussed in each employee’s quarterly review. It would be recommended that a
succession plan is implemented for any employee who expresses an interest in moving across
divisions to another area. This employee should have ideally spent at least two years in their
current role in order to achieve any goals and targets that have been set out for them and to
have reached their peak in tenns of what can be achieved in this position before moving on.

When moving into another division, full training and support should be provided, this can be
conducted by the other team members in the interest of cost savings as this method will not
require a budget. The researcher would recommend that the employee is also appointed a
mentor from the team they are moving into, to act as a guide and to support them in the
transition. The mentor would also have regular meetings with the employee to ensure they are
enjoying the new role and if they feel they have made the right decision in moving. While
this is not a direct upward progression within the company, it will allow employees to enter a
new area outside of their comfort zone, gain new skills and challenge themselves. This is in
turn should help to enhance employee engagement levels and keep staff motivated.
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Findings in the research also highlighted that the area of reward and recognition could be
improved internally. 1 he researcher would recommend strengthening the recognition strategy
that is in place across the board by ensuring that all members of management are recognizing
staff achievements on a regular basis, and not just when an employee goes well above and
beyond the call of duty. This can be implemented by sending out an email to everyone when
an employee makes an achievement so that peer to peer recognition is also emphasized. It is
recommended that this could be further enhanced by introducing an employee of the month
award where employees in the organization nominate another employee and explain why they
deserve the award. This could be announced at a monthly meeting which would help other
employees learn from the successful employee’s example and work harder the following
month in order to win the award themselves. This method could encourage employees to
work harder, enhancing their levels of engagement and motivation within their role. The
researcher would also recommend including a reward with the employee of the month award
to link the reward and recognition strategy. It became apparent in the research findings that
the majority of employees within Fastnet The Talent Group would also like other rewards
apart from monetary reward alone. This could be implemented by allowing the successful
employee to avail of flexible working hours for a week or an extra day’s annual leave to take
whenever they want. This again would be a cost effective initiative that can be quite easily
implemented and ensures that reward and recognition are streamlined within the organization.

Based on the research findings, communication proved to be another area in need of attention
from senior management within the organization. It became apparent that communication is
not consistent across all teams as some consultants provided positive feedback while others
perceived communication with their manager as being quite poor and in need of
improvement. Weekly meetings to catch up on updates from the week before are already in
place, however they are not consistent across all divisions. The researcher would recommend
that senior management implement a feedback strategy, whereby each team lead feed back
their weekly minutes to senior management in order to ensure the meetings are going ahead
each Monday and are rescheduled when required. The researcher would also recommend that
at each quarter review, both the employee and manager fill out a feedback form for each
other to ensure both are happy with the level of interaction, performance and engagement on
each side. This will allow for more open and consistent communication across the
organization as a whole.
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5.4 Recommendations for Future Research

This section provides a list of recommendations for future research regarding employee
engagement. The findings of this current research provide the opinions and insights of 32
survey respondents as well as 4 interviewees. The participants personal views and beliefs are
all related to employee engagement within Fastnet The Talent Group, for the purpose of this
case study. The research findings of this study could possibly be used by research
professionals who may be interested in the different motivators that are cause for engagement
among individuals and want to carry out similar research or comparative case studies.

The findings of chapter four emphasized that there are particular areas within Fastnet The
Talent Group such as career progression, reward and recognition and communication, that
need to be addressed in tenus of keeping employees engaged. It has been argued by many
authors in the existing literature (Bridger 2014; Storey 2016; Byrne 2014;) that engagement
motivators are different for everyone and engagement cannot be described in a single
definition. The findings of this study, however highlighted that there are similar patterns
emerging in tenns of the motivators of engagement for all of the participants involved. The
researcher would recommend that each of the key areas highlighted need to be studied in
more depth to understand what the employees ideally want, and to understand if there is
again, prominent themes emerging when researching deeper into each element. Career
progression proved to a very prominent area in tenus of de-motivating employees and
impacting on their engagement levels thus reduced productivity in work. Further research is
recommended to identify possible opportunities that can be utilized within a small
organization such as Fastnet The Talent Group. Members of the Senior Leadership Team who
took part in the semi-structured interviews mentioned that there are opportunities to move
laterally to different divisions within the organization but also admitted this wasn’t discussed
enough internally.
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An et'fort to undertake more researeh on how these opportunities can be communicated and
clarified as to how attainable they are, would be recommended. This research is being
recommended in order to improve engagement levels among employees and help them to
envision a future career path within the organization. Reward and recognition are also key
areas that require further research. The findings have shown that employees believe that this
area could be improved, particularly in regard to the recognition of their work. The findings
also highlighted that employees would be further motivated to carry out their work to a
higher standard if the reward and recognition strategy were better. Further research into what
employees find to be motivating and what they believe to be a reward is recommended.

The findings of the interviews that were carried out, highlighted that there seems to be a
disconnect in ternis of what the SLT think about the rewards and recognition strategy in
contrast to what the employees believe. This disconnect alone is a huge gap that is being
ignored and needs to be addressed through further research in order to make necessary
improvements. Findings highlighted that employees seek reward outside monetary
remuneration such as flexible working hours, extra annual leave and team building activities.
It is recommended that the SLT carry out further research in terms of how this can be
implemented in order to keep employees motivated and productive in their job roles. Further
research could also be undertaken in the area of communication as it has already been
highlighted that there is a disconnect between management and staff in particular areas.
Conducting further researeh into the areas that have been highlighted above, may help to
improve the internal communication as well as employee engagement and productivity. It is
also recommended that further research should be undertaken in the future, by carrying out a
similar research case study with another recruitment agency of the same size. This would be
recommended in order to compare research findings and analyse whether or not there is a
prominent trend in regard to the drivers of engagement and if the current levels of
engagement are similar in each organization.
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The findings in chapter four, highlighted that overall, communication is viewed as quite open
and positive. The results did also show, however, that not all staff have the same relationship
with their manager and some negative feedback highlighted how much it impacted on the
employee’s productivity and confidence in work. Further research is recommended to address
these issues while it is still on a smaller scale and be amended. Carrying out further research
on how this can be improved would in turn improve the employee’s productivity and
confidence in their own role.
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5.5 Conclusion
This case study expands on the existing academic literature around employee engagement
through the findings that have been highlighted in this research. The researeher has examined
what employee engagement is and attempted to understand the motivators behind
engagement and the impact this has on productivity. This case study has also presented the
research findings of employee engagement and motivators within a small organization and
put forward recommendations for the future based on these research findings.

This study also focused on the issues that emerged from the primary researeh findings in
tenns of what is demotivating staff and impacting on their engagement and produetivity. The
researcher eoneluded that while, the staff of Fastnet The Talent Group are engaged in general,
there are key areas that need further researeh in order to make improvements, as they are
heavily impaeting on employee engagement levels and productivity. Fastnet The Talent
Group rely on their employee’s productivity to make recruitment sales which is the core of
the business, a demotivated and disengaged workforce could be detrimental to the company’s
profit and performance. The researcher has also concluded that the SLT have made great
efforts to engage their employees through different programmes and strategies, however,
employees are still not as engaged as they eould be. The researcher concluded that this is
primarily caused by a lack of communication and listening. It is important that the SLT
understand the eonnection between employee engagement and the tools and strategies that are
being used or productivity can suffer and result in disengagement.

Communication was revealed to be a key element for many members of the SLT in the
research findings. Findings from the survey, however, highlight that there are eertain areas
where employees don’t seem to have the opportunity to eommunicate their thoughts and what
they would ideally like to be implemented. This lack of communication can create signifieant
gaps, not only in how engaged employees are in their everyday role but also how engaged
they eould potentially be. It has been concluded that these gaps eould potentially be feeding
into a major loss in produetivity and need to be addressed quiekly, while employees are still
relatively happy in their roles.
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This research has also observed that there are also many positive aspects within Fasnet The
Talent Group, and a number of employees have stayed in the company for a long time for a
reason. The researcher concluded that there is a strong sense of loyalty from the employees
within Fastnet d'he falent Group and that this may be down to the fact it is a small
organization where everybody feels like part of the team. The researcher also concluded that
although the employees feel there are certain aspects that need to be improved internally, they
are overall happy with the working environment and internal relationships. The findings in
chapter four, highlighted that many employees found their environment to be motivating and
collaborative. It can be concluded that this sense of inclusion and belonging to a group is very
important as it helps employees to work towards a common goal and feel more connected to
the organization thus enhancing their engagement and productivity levels.

This study has highlighted how important the people of an organization really are, and how
much their level of motivation and engagement can impact on their productivity and the
overall business perfomiance. It has been concluded that the employees of the organization
are key to business success and adding value to the brand. The researcher believes it is
imperative to keep the current employees engaged and motivated in order to keep their
productivity levels high and their sense of loyalty to the company strong. It has been
concluded, that this study has allowed Fastnet The Talent Group to gain a key insight into
what their employees ideally want as well as understanding attitudes, beliefs and motivators.
This provides management with an opportunity to gain a competitive edge in terms of
retaining their staff in an industry where turn over is usually quite high and lead to a unique
employer value proposition in a competitive market.
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Appendices

Appendix A

Please answer the following questions based on the scale below. Mark your answers on a
scale of 1-5, as outlined in the marking scale. Use the comment line under the question
**why?^^ to give more detail on your answer. If this is not applicable, please write N/A.
Marking Scale
Strongly Disagree - 1
Disagree - 2
Somewhat - 3
Agree - 4
Strongly Agree - 5

Q.l I feel engaged in my current role and look forward to work every day.

Strongly Disagree
1
o

Strongly Agree
2

3

o

o

4

5
o

o

Why?

116

Q.2 My work environment is motivating and encourages me to do my best.

Strongly Agree

Strongly Disagree
1

2

o

3
o

4
o

o

5
o

Why?

Q.3 My work is important to me and I take pride in my perfomiance.

Strongly Agree

Strongly Disagree
1

2

3

4

5

o

o

o

o

o

Why?

Q.4 I get a sense of fulfilment and satisfaction from my job.

Strongly Disagree

Strongly Agree

1

2

3

4

5

o

o

o

o

o
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Why?

Q.5. I feel that the work I do is valued by my organization.

Strongly Disagree
1
o

Strongly Agree
2
o

3

4

5

o

o

o

Why?

Q.6 1 always reeeive reeognition from management when 1 complete a job to a high standard.

Strongly Agree

Strongly Disagree
1

2

o

3

4

5

o

o

o

Why?

Q.7 My manager is easy to approach, and I can talk to him/her if I have a problem.

Strongly Disagree
1
o

Strongly Agree
2

3
o

o

4
o

5
o
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Why?

Q.8 I am satisfied with the career progression opportunities available within my organization.

Strongly Disagree
1

Strongly Agree
2

o

3

4

5

o

o

o

Why?

Q.9 I am satisfied with the training and upskilling courses available to me.

Strongly Agree

Strongly Disagree
1

2

o

3

4

5

o

o

o

Why?

Q.IO 1 am rewarded fairly for the quality of my work.

Strongly Disagree
1
o

Strongly Agree
2

3

4

5

o

o

o
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Why?

Q.l 1 The quality of my work is impacted by how motivated I feel.

Strongly Agree

Strongly Disagree
1

2

o

3

4

5

o

o

o

Why?

Q.12 1 would be more motivated in my job if the rewards were better.

Strongly Agree

Strongly Disagree
1

2

o

3

4

5

o

o

o

Why?

Q.13 How could you be better motivated within your role?

Q.l4 Money is my main driver to work hard.
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Strongly Disagree
1

Strongly Agree
2

o

3

4

5

o

o

o

Why?

Q.15 I am happy with the commission structure that is currently in place.

Strongly Disagree
1

Strongly Agree
2

o

3

4

5

o

o

o

Why?

Q.16 It would take a lot for me to consider a move from my current organization.

Strongly Disagree
1
o

Strongly Agree
2

3
o

o

4
o

5
o

Why?

Q.17 In your opinion, what could be implemented by management to enhance your
motivation and keep employees engaged for the future within Fastnet?
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Appendix B

Interview Questions (Semi - Structured Interview)

1. Would you like to remain anonymous for the purpose of this interview?
2. In your opinion, do you feel that the employees of Fasntet The Talent Group are
engaged in their eurrent roles or do you feel it could be improved? Why?
3. Do you think the employees are provided with a motivating work environment and
the necessary tools to carry out their work effectively?
4. If you did want to improve motivation among your employees, how would you
implement to do this?
5. In your opinion, do you think that the employees in Fastnet feel a particular loyalty to
the company? Why do you think this?
6. How do you value the effort that employees put into their work? - Or, do you feel that
the tangible results are more important?
7. As a member of the leadership team do you feel that you are approachable and that
employees feel they can communicate any issues that they might have?
8. Do you think there are appropriate career progression opportunities available for
staff?
9. In your opinion, could progression opportunities potentially be improved?
10. In your opinion, do you think that the rewards system that is currently in place is
applicable and satisfactory for all employees?
11. Do you feel that the employees of Fastnet are happy with the current rewards
structure?
12. What would you recommend for the future of Fasnet to further improve or enhance
employee engagement?
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Appendix C

Reflective Journal

Reflecting back on the experience of writing this thesis, I realize now how much I actually
enjoyed the whole process and how much 1 have really learned along the way. 1 am a
naturally inquisitive person who loves to learn and looking back over this experience 1 now
know that 1 also enjoy learning about something that forces me to really think about it and
analyse why it is that way. Moon (2004) refers to reflection as “somewhere around the notion
of learning and thinking. We reflect in order to learn something, or we learn as a result of
reflecting”. As a personal opinion, 1 agree with this statement.

Reflecting back over this process, I always thought that if 1 was told something new, that it
meant 1 had learned something new and 1 didn’t necessarily need to think about it. Looking
back on certain chapters of my dissertation such as chapter three, 1 realize now if I had been
told about different methods of analysis and theory once, there is no way 1 would have
remembered this or learnt anything new in the process. 1 know now, that 1 needed the time
that 1 spent researching these different areas and reading more about them to actually learn
about the topic and not just read words that didn’t necessarily mean anything to me. At the
time it was difficult to wrap my head around this, but 1 can see now why it was useful for me.

When 1 first started this dissertation, 1 thought that 1 would have found the literature review
the most difficult piece to complete but looking back now, it wasn’t so bad. 1 had completed a
dissertation as part of my undergraduate degree already and at the time, 1 had found bringing
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an argument into literature very difficult without using my own words or opinion at any point
within this chapter. This time around, I can now say 1 was a lot more confident in completing
the literature review as I felt I had a better understanding of what was required of me.
Reflecting back on the time it took me to complete the literature review, I can say now that it
wasn’t very stressful for me at all. My supervisor was also very helpful in providing me with
the feedback needed when I felt I was reaching a dead end and didn’t know how to progress
to the next point of discussion.

Thinking back over the work that I have completed, I can say that I actually found chapter
three to be the most difficult for me. When 1 first started the dissertation, 1 didn’t think that I
would have much difficulty at all with the methodology section as 1 had more flexibility in
this chapter to talk about why 1 chose particular methods for my study. Thinking about it
now, 1 was probably a bit naive to think 1 would not need to do as much research for this
chapter in comparison to my literature review. I can say now, however, that 1 have learnt an
awful lot more than I thought 1 would in regard to the different types of research
methodology that can be used and the reasons behind why 1 chose the methodology that I did
for my case study.

At times, I have to admit it was quite hard to motivate myself to get the work done, especially
when working full time and having to sacrifice almost every weekend to spend on college
work. I can say now that it has been completed, however, that on the whole 1 did enjoy the
research that 1 carried out for this study and 1 found the work load to be a lot more
manageable than 1 thought it would be. I also realize now, looking back on it that I did still
have free time at the weekend to catch up with friends and family. Carrying out this research
while working full time has taught me how to manage my time better if anything!

My time management skills have greatly improved since I completed this research study.
Looking back to when 1 first started this dissertation, 1 can remember thinking to myself how
will I manage to fit all of this extra work in at the weekends. 1 thought that I wouldn’t be able
to do it, especially while working forty hours a week. Specific planning and scheduling was
needed in order to ensure I had a certain amount of work done by a set date to make sure that
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the study was progressing as planned. I have never had to plan for anything so specifically
before and 1 would not have considered myself to be a very organized person. On reflection,
however, 1 can see now that 1 was capable of it from the beginning it was just the thought of
it and lack of experience that was daunting for me. 1 actually ended up with a final draft of
my finished dissertation towards the end of May which was well in advance of the deadline
date.

1 think now, even though 1 didn’t realize it at the time, that the research actually got more and
more interesting for me with each chapter as 1 was able to carry out the primary research in
person once 1 had collated all of my data for the secondary research. Carrying out primary
research in a familiar environment was very interesting for me as 1 was able to unearth
infonnation that might have otherwise never been revealed to me. Looking back now, 1 think
the respondents were all so willing to give honest opinions and detailed answers because 1 am
someone who is familiar to them and that they trusted to keep their identities private.

1 actually found the qualitative data more interesting to collate as 1 already knew the opinions
of the consultants from the survey and this allowed me to see how the interview participants
responded and whether there was a disconnect in their views and beliefs on the same topics.
It was also more interesting for me to be able to carry these interviews out face to face to see
the participants reaction and expressions to each question asked. 1 chose to do semi-structured
interviews to allow for some degree of participant led responses and to also compensate for
my lack of research experience in this area. Reflecting on it now, 1 can remember how
nervous 1 was before carrying out my first interview, but 1 relaxed a little bit more with each
one that 1 carried out and felt a lot more confident by the end of the interview process.

Thinking back to when 1 first began this dissertation, 1 can see now how much my self
confidence in conducting primary and secondary research has grown. When 1 first began
conducting both the primary and secondary research, 1 felt very unsure of what 1 was doing
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and worried whether I was doing things correetly or if I would need to start all over again.
Now 1 have the confidence in knowing what the correct procedure is, having completed the
dissertation process. I also have more confidence in asking a question when I’m not sure of
what the correct thing is to do, rather than worrying that it might be a stupid question and
something I should already know. I think having a such an understanding and helpful
supervisor played a big part in this.

Looking back over my work, I can also see that my writing style has greatly improved. In the
beginning I found it difficult to make coherent flow in my argument and I had rewrite many
sub-headings that were too disjointed, particularly in my literature review. I also found it
difficult to say what I wanted to in short and concise sentences. I think now when I am
reviewing my work, I am able to do so with a more critical eye and spot the changes that need
to be made. I believe that I have learned a lot more than 1 expected to in regard to academic
writing and that I do have my own style of writing which surprised me.

“Reflection is an important human activity in which people recapture their experience, think
about it, mull over it and evaluate it” (Boud et ai, 2013 pi9). This statement really defines
what reflection means to me and how I processed my whole experience of this dissertation. I
have been looking back and comparing my thoughts and feelings now to what they first were
in the beginning before starting this dissertation and at the beginning of each and every
chapter. I have also been able to evaluate what I have learnt overall by completing this
dissertation and the different skills that I have learnt which now positively impact my
everyday life. My style of reflection seems to link back to the Gibbs Reflective Cycle (1988)
where I have looked over my experience in stages of how I felt at the time, evaluated and
analysed the experience and drawn a conclusion from this.

Comparing myself now to when I first started this dissertation, I can say on reflection that I
am a lot more confident in my own abilities and now ensure that I see projects through to
completion whether this is in work or a hobby. I am also better at managing my time and
being more organized, I am able to prioritize what is most important and set certain time
periods aside to ensure all tasks are completed. I am also better able to articulate myself and
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have improved my rapport and writing skills whieh positively impacts on my job. In
conclusion, I can say that I have thoroughly enjoyed undertaking this dissertation more so
than I ever thought I would and it has impacted me positively in numerous ways.

Appendix D
Below a screenshot of the overall response rate and status has been included to verify that the
researcher has completed the survey with 100% of the population of Fastnet The Talent
Group.
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